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PRESIDENT’S MIESSAGE

This will be my last President’s Message for Perspectives as my term will be coming to an end during the 30th
Annual Training Institute which will be held in New York City on July 24-27, 2005. It is with some sadness that
I write this message; however, it is with some joy that I also write it.

The sadness comes in knowing that my term as President of one of the finest professional associations that
I have known is coming to an end. I have, 99 percent of the time, thoroughly enjoyed my time as President. It
has not always been easy, as the association has faced many challenges: reaffirming financial stability, growing the
membership, seeking successors for an aging leadership, continuing to keep a high profile with federal

agencies, remaining the strongest national voice for probation, parole and community corrections. We
have experienced a number of successes, and to be honest, some not so successful endeavors — we still
have issues we need to work on such as growing the membership and seeking younger and diverse suc-
cessors for leadership roles within APPA.

I am also sad because I have had the pleasure of serving with an Executive Committee that was
one of the most diverse that I have seen in my years with APPA. It was not only diverse in the obvious
ways, but more importantly, it was diverse in its thinking and work on behalf of APPA. This Executive
Committee was truly reflective of the professionals we represent, the victims those professionals serve,
the offenders those professionals supervise, and the communities we live and work in. And we had line
staff, a trainer, a consultant, state leaders, local leaders and an international member. We had our ups
and downs, but we worked for the betterment of APPA and I do think we were successful.

I am sad because I will not be working with the APPA staff as closely as I have been during the
past two years. We, as members of APPA, are blessed to have the staff we do in Lexington at APPA
headquarters. I would put the APPA staff up against any association staff in the country. They have
made sacrifices for APPA, they work long hours, they serve the membership in more ways than the obvious, and
they do it professionally, ethically and with integrity. So, to Pat, Karen B., Kris, Cathy, Ann, Karen D., Lisa, John,
Yolanda, Diane, Matthew, Susan, Michelle, Nick, Tracy, Linda, Kevin, Anita, Darlene and Lynda — my heartfelt
thanks for making my Presidency such an enjoyable experience, for being so supportive and for being there for
our members.

I would like to especially thank Carl Wicklund, Executive Director of APPA, for two things: being the best
Executive Director an association could have and for being a tremendous personal friend. We at APPA are most
fortunate to have Carl as the Executive Director. He has given us a national and international voice and prominence,
and he has been a tremendous asset in bringing this association back to financial stability. It is from him that the
ethics and integrity of the staff grows. Of course, I will miss his daily morning phone calls to discuss association
business.

As noted above, I do have some joy in writing this last message. Part of that joy is knowing that Mark Carey
will be taking over as President of APPA. We are most fortunate to have Mark taking on this role. He is a brilliant
thinker, a leader in our profession, respected throughout the country, has a great sense of humor, and understands
the needs of the association. In addition, I fully anticipate Mark taking the association into a proactive mode to
address the many issues and challenges facing the probation, parole and community corrections fields.

Some of my joy also comes from knowing that I will be able to spend more time with my work at the National
Institute of Corrections (NIC), which I thoroughly enjoy. For many of you who have not served in the role of
President of an association such as APPA, I must tell you that it is challenging and takes up much time. However,
it is well worth it and quite rewarding. But, as the time draws near for your term to end, there is a sense of relief.
But, I wouldn't trade this experience for anything. I would like to thank George Keiser and my colleagues at NIC
for their support of me while serving as President. I would also like to thank Dan Catley and my colleagues at the
Virginia Deptartment of Criminal Justice Services for their support while serving as President Elect and part of
my time as President.

I do hope that I have served you well in my term as President. It has been an honor and pleasure to serve
you, and it has been a very humbling experience. I would like to thank each and every Regional Representative,
Committee Chair, Affiliate Representative and member of APPA for allowing me to serve as the President of the
American Probation and Parole Association. I will be thankful and grateful for this opportunity because APPA has

given me more than I have given it.

American Probation and Parole Association

Thank you very much, safe travels, safety in your job and peace to all.

Drew Molloy
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APPA we see a fair, just and safe society
u

where community partnerships are

restoring hope by embracing a

balance of prevention, intervention

and advocacy.

We seek to create a system of Community Justice where:
A full range of sanctions and services provides public safety by insuring
humane, effective, and individualized sentences for offenders, and support and

protection for victims;

Primary prevention initiatives are cultivated through our leadership and guid-

ance;

Our communities are empowered to own and participate in solutions;
Results are measured and direct our service delivery;

Dignity and respect describe how each person is treated;

Staff are empowered and supported in an environment of honesty, inclusion,

and respect for differences; and

Partnerships with stakeholders lead to shared ownership of our vision.

APPA is an affiliate of and receives its secretariat services from the Coun-
cil of State Governments (CSG). CSG, the multibranch association of the @
states and U.S. territories, works with state leaders across the nation and

through its regions to put the best ideas and solutions into practice.

APPA Affiliate Members

AZ Chief Probation Officers Assn.

Assn. of Paroling Authorities Int’l.

Assn. of Women Executives in Corrections

CA Probation, Parole & Corrections Assn.

Canadian Training Institute
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Chief Probation Officers of CA

Crime Prevention Coalition of America

Dismas Charities, Inc.

FL Assn. of Community Corrections
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IA Correctional Assn.

IL Probation & Court Services Assn.

International Community Corrections

International Corrections & Prisons Assn.

KS Assn. of Court Services Officers

KY State Parole Officers Assn.
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MA Parole Officers Assn.

MN Assn. of Community Corrections Act
Counties

MN Assn. of County Probation Officers

MN Corrections Assn.

MO Probation & Parole Officers Assn.

Middle Atlantic States Corrections Assn.

NC Probation & Parole Assn.

NJ State Parole Officers’ PBA #326

NYS Council/Prob. Administrators

NYS Probation Officers’ Assoc.

Nat'l Assn. of Drug Court Professionals
Nat. Assn. of Probation Executives

New Eng. Council on Crime & Delinquency
New Zealand Assn. of Probation Officers
OH Chief Probation Officers Assn.

OR Assn. of Community Corrections

PA Assn. of Probation,Parole & Correction
President/Probation Assn. of NJ

Probation & Comm Corr Assn. of Australia
Probation & Parole Compact Admin. Assn.
Probation Officers Assn. of Ontario

SC Probation & Parole Assn.

TX Corrections Assn.

TX Probation Assn.

UT Correctional Association

VA Community Criminal Justice Assn.
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EpDiTOoR’s NOTES

Welcome to the Summer issue of Perspectives. I hope the season affords you some time to enjoy
that most favorite of summer time pursuits, the vacation. Although I don't think it likely that Perspec-
tives will be in your beach reading, perhaps the articles will stimulate some thought and reflection.

As I read over the issue, I kept coming back to the word “change.” This issue is full of examples
of the challenges facing community corrections and the changes undertaken by agencies to meet
those challenges. Fortunately, the articles also chronicle the success of their efforts and suggest that
the job is not completely done

In our lead article, we learn about the successful efforts of one probation department to respond
to a crisis that is facing us all. Large portions of our staff will soon be eligible to retire,
and many of these staff are managers and executives. In a recent President’s message
(Fall 2004), Drew Molloy discussed the coming crisis in the community corrections
workforce and the need to take action before it is too late. The Solano County (CA)
Probation Department developed an inexpensive and very effective employee devel-
opment program to expand the pool of potential managers. The program not only
succeeded in enhancing the skills and abilities of the future managers, it had a positive
impact on the current managers by enhancing communication.

In these times of tightening budgets, growing caseloads and increasing demands
for effectiveness, the challenges of change are a constant part of life in community
corrections. Leaders in the field often recognize the need for change and share the
desire to make it happen. At the same time, they are apprehensive, even fearful of their
ability to make it happen successfully. Fortunately, there are examples of successful
change efforts that we can learn from. In their article on facilitating organizational
change, Delano and Shepardson describe the change process undertaken in the Maryland Division
of Parole and Probation. The process is (it is still ongoing) comprehensive, deliberate and thought-
ful. The division took advantage of a partnership with the University of Maryland to gain access to
training and specialized expertise. This article also shows that change can be successfully managed,
and demonstrates that we should not be afraid to acknowledge that we need help in the process.

All too often, the motivation for change is a problem or a crisis. Even though we try to put a
positive spin on a problem or crisis by calling it an opportunity, there are indeed times when we
are forced to change by an opportunity. The change in Arizona’s drug laws provided the probation
departments with a challenge and an opportunity. For years, policy advocates have decried the
large numbers of persons incarcerated for drug possession. The voters in Arizona responded to
that problem and voted in a significant change to the sentencing laws. In short order, the Arizona
probation system was in the midst of implementing the new law which directed drug possession
offenders to treatment and probation instead of prison. Here was an ideal opportunity to determine
whether large numbers of drug offenders could be safely diverted from prison and supervised in
the community with drug treatment. This article, “A Change in Ideology”, provides an update on
the success of this effort.

Another change that we have seen growing in recent years is the proportion of women in cor-
rectional populations. While still vastly outnumbered by men in all categories of corrections, their
numbers are growing. Also growing is the recognition of professionals and academics that female
offenders are different and that correctional agencies need to treat female offenders differently. The
NIC Update announces several new resources in this area. NIC is to be commended for their work
in this area, which goes back more than a decade. I recommend that you take some time to review
this work, it is excellent and may just open your eyes.

I will close by noting Drew Molloy’s farewell President’s Message. As he notes, such transitions
are a combination of relief and regret. I would like to thank Drew for his service to APPA as president,
and for his support of Perspectives. The good news is that he will still be around as part of APPA.

As always, we hope that you find this issue interesting and thought provoking. Let us know
what you think. If you have an example of how you, your colleagues or your organization have dealt
with the challenges of change, let us hear from you.
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NIC Launches Bulletin Series on Gender-Responsive Strategies for Women

Offenders

The National Institute of Corrections
(NIC) announces the publication of a new
series aimed at providing the corrections field
information in a brief, readable format on
current research and best practice regarding
the management, supervision and treatment
of women offenders. The bulletin series is
titled: Gender Responsive Strategies for Women
Offenders. Three bulletins are now available;
one for policy makers and agency administra-
tors from all branches of government, a second
for sheriffs and jail administrators, and a third
for the community corrections field.

The first bulletin (February, 2005) pro-
vides a summary of the major findings of a
three-year project titled, Gender Responsive
Strategies; Research, Practice, and Guiding

Principles for Women Offenders. To improve
policy and practice regarding women offend-
ers in corrections, the project collected and
summarized multi-disciplinary research and
practitioner expertise on gender responsive
strategies The final report summarizes the
following:

¢ The characteristics of women in correc-
tional settings.

e The ways in which gender makes a
difference in current criminal justice
practice.

e Multi-disciplinary research and theory
on women’s lives that have significant
implications for managing women in the
criminal justice system.

* 8lx guiding principles and key strategies

for improving the system’s responses to

women offenders.

Study findings indicate that paying at-
tention to the differences in male and female
pathways into criminality and their differential
responses to custody and supervision can lead
to better outcomes for both men and women
offenders in institutional and community
settings. The report concludes by offering six
guiding principles for gender responsive policy
and practice. Each principle is discussed in
terms of empirically based evidence drawn
from a variety of disciplines. Taken together,
the following six principles offer a blueprint
for a gender responsive approach in correc-
tions that addresses the realities of women’s
lives through improved management, supervi-

BY PHYLLIS MODLEY
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sion and treatment.

1. Acknowledge that gender makes a differ-
ence.

2. Create an environment based on safety,
respect and dignity.

3. Develop policies, practices, and programs
that are relational and promote healthy
connections to children, family, signifi-
cant others and the community.

4.Address substance abuse, trauma and
mental health issues through compre-
hensive, integrated and culturally relevant
services and appropriate supervision.

5. Provide women with opportunities to im-
prove their socioeconomic conditions.
6. Establish a system of community super-
vision and reentry with comprehensive,

collaborative services.

The second bulletin (April, 2005) is
designed for administrators of jails of all sizes
that have concerns about addressing the needs
of women offenders. The number of women
inmates in the nation’s jails increased nearly
50 percent from 1995 to 2002. The absolute
number of women inmates is much lower
than the absolute number of men; however,
their impact on jail operations is significant,
raising concerns about the adequacy of the
physical plant, medical and mental health
services, privacy, and the crowding of women’s
housing units. Meeting the special needs of
these women inmates is often a challenge for
jail administrators.

The bulletin summarizes the findings
of the Gender Responsive Strategies report
with a particular focus on their implications
for jail administrators. A focus group of jail
administrators was convened to provide a
critical assessment of the guiding principles
and practical guidance on their application in
jail settings. Thus, the bulletin clarifies for jail
administrators how the six guiding principles
are relevant to, and can be implemented in, jail
settings, and outlines approaches to consider
as they decide whether and how to implement
some or all of the guiding principles.

The third bulletin (June, 2005) provides
a summary of the full Gender Responsive
Strategies report for community corrections
policy makers and managers. It parallels the
approach used in the jail bulletin, with a focus
group of community corrections practitioners
convened to discuss and identify the specific
implications of the findings and guiding prin-
ciples for community corrections. The report
was developed through a cooperative agree-
ment between NIC and APPA.

As with all sectors of corrections, in the

12 Perspectives Summer 2005

decade of the 1990s the percentage increase
of women offenders in probation and parole
far exceeded the rate for men. On proba-
tion the percent increase for women was 76
percent compared to 37 percent for men;
on parole there was an even more dramatic
difference with women on parole increas-
ing 105 percent compared to 31 percent for
males. As the numbers increase community
corrections’ agencies face both challenges and
the opportunity to design and implement as-
sessment, case management and intervention
approaches that have the potential to achieve
better outcomes for women defendants and
offenders. The bulletin discusses each guiding
principle through the lens of a community
corrections practitioner and offers advice on

“applying the principle in community correc-
tions.” It concludes with a frank discussion
of the practical challenges to implementing
desired gender-responsive strategies within
community corrections and the larger human
service and public communities.

All are encouraged to obtain the full
report for a more complete analysis of gen-
der-responsive research and practice. The
bulletins and the full report are available on-
line at www.nicic.org or by calling the NIC
Information Center at 1-800-877-1461 for
single free copies. [J

Phyllis Modley is a correctional program
specialist with the National Institute of Correc-
tions in Washington, DC.
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APPA Professional
Development Training

Each highly interactive and skill-based training topic will be open for registration
nationally; but may be limited to 30 participants — REGISTER EARLY!!

‘ttD ﬁ Agency or Affiliate to Host an APPA Selected Training
\

e Each sponsoring group agreeing to provide the appropriate training space and assist
with registration will receive one free registration.

¢ Each group attending the training and registering ten or more participants will receive
one free registration.

Current Trainings Open for Registration

Officer Safety Managing Sex Offenders’
Safety in Search and Seizure Computer Use
October 25-26,2005 — White Plains, NY July 28-29, 2005 — Golden, CO

September 8-9, 2005 — Golden, CO
Safety Strategies for Mental Health

and Social Workers v - - -
October 14-15,2005 — Kansas City, MO Ewdenc_e Ba.SEd PraCtl.ces in
March 28-29, 2006 — St. Louis, MO Corrections: An Overview

November 9-10, 2005 — St. Louis, MO

. . February 15-16, 2006 — Kansas City, MO
Real World Motivational i g

Iniéerviebwglggn 2005 - White Plaine. NY Civil Liabilities and Other Legal
eptember 20 — 21, — White Plains, - -
October 19-20 — Kansas City, MO Issues for Probation, Parole Officers
January 18-19, 2006 — St. Louis, MO and Supervisors
August 22-26, 2005 — Saipan, CNMI

REGISTER ONLINE OR FOR A CoMPLETE LisT oF AvAILABLE Topics, PLEASE ViISIT ouR WEBSITE AT:
WWW.APPA-NET.ORG - CLICK ON THE BUTTON “ PROFESSIONAL DEVELOPMENT TRAINING OPPORTUNITIES”

For additional information regarding

APPA Professional Development Program, Selected Trainings contact:

Karen L. Dunlap
Training and Technical Assistance Coordinator
American Probation and Parole Association
PO Box 11910, Lexington, KY 40511
Phone: (859) 244-8211
Email: kdunlap@csg.org




TECHNOLOGY UPDATE
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Alcohol Monitoring Technologies: What'’s on the Horizon?

Technology, as you know, changes quite
rapidly. Products and techniques are being
developed and improved upon continuously.
In the last few years we have witnessed sev-
eral innovative new methods of detecting or
screening for drug use. In the near future
there will be a number of new alcohol testing
technologies introduced as well. In this update
I will provide a brief overview of some of the
new technologies on the horizon that should
be on your radar screen.

The most innovative development in al-
cohol testing in recent years occurred in 2003
when Alcohol Monitoring Systems launched
the Secure Continuous Remote Alcohol
Monitor (SCRAM). By now, most readers are
probably aware of this technology because of
the great amount of attention it has received,
but this device allows for the remote monitor-
ing of an offender’s alcohol consumption by
continually measuring transdermal alcohol
levels. According to the company’s website,
there are now over 2,200 SCRAM units in use
throughout the country. This technology has
proven to be a truly unique and powerful tool
in the management of the problem-drinking
offender. That said, it might not be the only
source of this type of technology much lon-
ger. While Alcohol Monitoring Systems was
developing SCRAM with private funding, a
company called Giner Biomedical received
federal funding to develop a similar technol-
ogy that also continuously monitors alcohol
use through transdermal analysis. Giner has
since developed a product called the Wrist
Transdermal Alcohol Sensor (WrisTAS) which
has not yet been commercialized but is close.
Those interested in or perhaps already using
transdermal alcohol analysis should be aware
that the National Highway Traffic Safety Ad-
ministration (NHTSA) has commissioned an
evaluation of these two transdermal alcohol
analysis tools. The major objectives of the
study will be to evaluate the precision and
accuracy of these devices under a variety of
conditions and to evaluate the ease with which
the devices can be circumvented. The evalua-
tion will be completed by the fall of this year

and should provide some excellent data to help
agencies make better informed decisions about
this technology.

Another new approach that is being
piloted in community corrections utilizes the
analysis of sleep patterns to help screen for an
individual’s alcohol use. Alcohol consumption
can, of course, induce sleep disorders in several
ways. For example, it can cause the disruption
of the sequence and duration of sleep states;
can alter total sleep time and can increase
the amount of time required to fall asleep.
Actigraphy is a technology that provides a
means to measure sleep quality by recording
gross motor activity. Using this tool it is pos-
sible to document and analyze an individual’s
sleep/wake patterns and sleep disorders which
may be due to alcohol ingestion. The technol-
ogy, developed by StreeTime Technologies and
distributed by Drug Impairment Detection
Services puts this concept into use. The way
it has been piloted in the field is as follows.
An offender is fitted with a small actigraphy
device which is secured around the offender’s
wrist with a tamper-evident band. During
the course of the day the device collects and
records body movement information. When
the offender reports to his probation office,
the device is placed on a reader and the
offender’s activity data is downloaded and
analyzed by the SleepTime software. The
software is programmed to look for patterns
inconsistent with those of alcohol abstinent
subjects. Results are available in minutes. If
the software indicates that there is a likeli-
hood of alcohol consumption the offender is
required to provide a urine specimen which
is analyzed using LC/MS-MS to detect ethyl
glucuronide (EtG). EtG is a direct metabolite
of alcohol and offers an extended window for
assessment of drinking status up to 80 hours
after the complete elimination of alcohol from
the body. This long time frame for detection
provides an excellent reference to mark the
SleepTime results against. Using the 80 hour
detection period, offenders have been required
to report to the probation office on Mondays
and Thursdays for downloading of the Sleep-

Time data. With this schedule in place any
positive screens identified by SleepTime can
be confirmed via urinalysis.

TrueTouch Technologies is currently
working to adapt its glucose monitoring
device for community corrections and public
safety applications. The technology utilizes
near-infrared spectroscopy to non-intrusively
measure alcohol content in the body tissue.
Basically, the device uses a light source, an
optical detector, and a spectrometer to analyze
the chemical makeup of the tissue and measure
alcohol levels within one minute. As currently
configured the device examines a small area
of the subject’s inner forearm, but other parts
of the body may be examined as well. The
device can be set up for unsupervised testing
in a probation office, the offender’s home or
could potentially be integrated with existing
technology such as reporting kiosks. An in-
teresting aspect to this particular technology,
according to the developers, is that the data
collected via the chemical analysis of tissue
content can serve as a biometric, that is, once
enrolled the device will recognize the person
when he or she comes back for testing. This
feature could eventually prove to be the key
component to a new method of preventing
drunk driving if it can be incorporated with
existing ignition interlock technology which
currently lacks positive identification and a
passive, unobtrusive method of testing.

Another technology, although more in-
vasive than the others, is being developed by
a company called SpectRx. This company has
developed a laser-based interstitial fluid testing
technology primarily for the monitoring of
glucose levels and is working towards a similar
device that can be used for the monitoring
of alcohol levels on a continuous basis. The
device tests for alcohol in interstitial fluid,
the clear, water-like fluid that surrounds cells
in the body. The technology requires that
the subject have four microscopic holes, or
micropores, created by laser in the outer dead
layer of skin of the arm. An electronic patch is
then applied over the holes. The patch draws

a continuous stream of interstitial fluid to be

BY JOE Russo
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tested for alcohol and results would then be
transmitted to a remote monitoring station
that could be located in a probation office,
for example.

These are just some of the technologies
on the horizon in the alcohol testing area.
All are at varying stages of commercialization
and some may never see the light of day for a
variety of reasons. Hopefully, these research
and development efforts will produce some
additional, viable options that are accurate,
reliable and cost-effective.

For more information on the technolo-
gies mentioned, please visit their websites:
Giner Biomedical —
www.ginerinc.com/tas.htm
Alcohol Monitoring Systems —

www.alcoholmonitoring.com

SpectRx - www.spectrx.com

Drug Impairment Detection Services -
www.didsllc.com/SleepTimelntro.htm
TrueTouch Technologies -

www.inlightsolutions.com/prod-eth.html

For further information on the APPA
Technology Committee please feel free to con-
tact Joe Russo at 800-416-8086 or jrusso@du.
edu. O

Joe Russo is Corrections Program Manager
Jfor the National Law Enforcement and Correc-
tions Technology Center in Denver, Colorado and
is a chair of the APPA Technology Commitzee.

Leaders Support
Gary Hinzman for
APPA President

A prowen woice dedicated to
advanging the profession

= 1 have abways appreciated Gary's
servbhos, attitude, and leadership skills
that segk toe invglve all tha resources
within his respansibility, The respect
Gary receives From, not only his
employees, but from the people ke
serves, should translate well into the
APPA President-Elect position. Gary
has taken the opportunity to serve at
thie natkonal level, and has & good
knowledge of the larger and moere
oo plicated pictune of cemmunily
cornections.
Gary Maynard
Prisidert-Ehect of &CA

e AE @ past president of APPA T am
weill awrare of the gualities & candi-
date must possess in order to fulfill
the mandates associated with that
position. Gary Hineman personifies
those qualities. He Is a proven leader,
articulate, motivated and possossSEs
an understandsng of Uhe major Esues
confronting cur profession a8 we
move inta the 218t century. It s
without reservation that I endorse
Mr. Hinzman's candidacy for Presi-
dent Elect of APPA.".
Rooco Pozzi,
Commissions of Probaticn & Cormection
Of WSt Pester Couinly, Mew Yok
Bid Past-Pregident- AFPA

.=:] Dowlkd not be mone pleased that
Gary Hinzman has decided to seck the
position of president-ahect of APPA,
Gary has a desp respect for e stalf
a% well as a salid understanding of
supervisory and management iSssues
and concermns. This blend is just what
ouwr profession needs as it continues
to establish itsell as a viable justice
and public safety component of the
criminal justics system. Please join
me in suppoerting a dear friend and
professional colleague.
Mario Papanasd
Fast President of APPA,

= GANY Hinzman possesses the
talents, vision, and leadership skills
e dedperabely neaded by the Ameri-
can Probation and Parcle Associaticn
to mowe the profession forsard to its
rightful place in the CJ system. He
will make certaln that APPA stays
Tocused on issues of greatest concem
and will devole maximum attention Do
the advancement of the professicn,
It iz a time for the kind of leaderchip
that Gary has long been recognized
fior among his colleagues. It s a thme
for Gary Hinzman!™
Dan Betn,
Past President, Mational Association
of Probation Execulives

American Probation and Parole Association

15



i

Delinquency Doesn’t Have to Become Criminality
-

3

Jesness Invenlory-Revised (JI-R) is a classification
systermn dasigned to dilterantiale individuals al lower
and higher risk for aonfisoclal behaviors such as
viclence and hosHlity,

Al the forefront ol ossessing deliguent personolity for
over 40 years, the Jesness Inventory-Revised (JI-R)
confinues fo be trusted by professionals worldwide,

Den't trust anything else.
Ordar the JI-R today.
INYENTORY-
JiR Camplete Kit (11-R Technical Manual, 10 fem Bookisls,
25 SuikScore Forma, & Scoring Templcies)

A00-JIR022  JI-R V.5 Preview Version (JI-R V.5 Gelling Starded Guide Sl 17

and 3 Interprelive Reports)
Published by

=MHS

Canadao T 1 800 456 3003 F'1 BAE 540 4484 M P.C. Box 950, MNorth Tonowanda, NY 14120 0950

Intermational T +1 4146 492 2627 F+1 416 492 3343

E cuslomersernvice@mhs.com W www.mhs.com




SPOTLIGHT ON SAFETY

Offenders Choose Death over Revocation

March 2005 was a month that pointed
out the dangers associated with attempting
to take offenders into custody for violations,
even though we may perceive the violations
as minimal.

In Washington State, Community Cor-
rections Officers and Sheriff Deputies went to
a 56-year-old offender’s residence to execute a
probation violation warrant. The offender had
allegedly returned to drug use and had failed
to attend counseling. Reports indicate that it
was the intention of the officers to consider
quashing the warrant if the offender would
agree to attend counseling.

After the officers knocked on door,
the offender opened a nearby window and

threatened to kill himself. Officers then heard

the racking of a shotgun. As the officers took
cover the offender came outside with the gun
pointed to his head. A deputy instructed the
offender to drop the shotgun, but instead the
offender pointed the gun at one of the depu-
ties, who then fired.

In Texas, U.S. Marshals attempted to
take a 53-year-old offender into custody on a
felony revocation warrant. The man, who was
armed, refused to surrender and threatened to
commit suicide. A local tactical response team
responded, but after extended negotiations the
offender used the gun to take his own life.

Again in Texas, a fugitive task force at-
tempted to take a 34-year-old parole violator
into custody. The offender barricaded himself
inside his house and told officers “I'm not go-

ing back to jail.” At one point he fired shots
at officers, but after a two-hour stand-off he
surrendered to officials.

These incidents, all occurring within a
one month period, remind us that we must
always approach contacts with offenders with
caution. While we may not perceive ourselves
as a threat and may have the mindset that
we are trying to help the offender and assist
them in complying with their conditions of
supervision, their perception may be quite

different. OJ

Robert L. Thornton is the chair of the
APPA Health and Safety Committee and the
Director of the Community Corrections Institute
in Eatonville, WA.

BY ROBERT L. THORNTON

Hands that restore accountability

KidsPeace Mesabi Academy (Buhl, MN) and
Prairie Academy (Worthingtan, MN) offer
strongly integrated vet distinet secure and
apen residential programs, educational
training and aftercare services for
delinguent vouth. All programs address
issues related 1o communiry protection,
culpability and competency development.

Mesabi Academy
| r-’ Prairie Acadi:nw

*&" KidsPeace:

T e e b D Dversmeaey C e
HER-2Ti-501.3

www. kidspesce.org
www mesiliacademy.org
wiww. TeenCentral.Net

The hand
that heals-
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ResearRCH UPDATE

Research Terminology

This is my sixth research update and it
occurs to me that I often use terms that many
readers may not be familiar with. So, in this
issue, I will not review recent research findings,
but instead provide a quick overview of some
key terms in research.

Peer-Reviewed Journal Articles: Also
called “refereed” or “scholarly” articles. In
every academic discipline, research studies
are reviewed by scholars (peers) before they
can be published in an academic journal. The
author does not know the names of the review-
ers (typically three), and the author’s name is
removed from the manuscript before it is sent
to the reviewers. While this helps ensure that
published research is of high quality, some
journals are more highly ranked than others,
and articles in top journals are considered
the leading research in the field. Landing a
publication in one of those is quite an achieve-
ment for a scholar. Perhaps the most relevant
peer-reviewed journal for APPA members is
Criminology and Public Policy, published by
the American Society of Criminology.

Quantitative vs. Qualitative Research:
Generally speaking, quantitative research
studies report findings in numerical terms,
such as “70 percent of inmates were rearrested
after release.” The goals of quantitative studies
tend to be objectivity, reliability (meaning the
findings could be replicated) and generaliz-
ability (meaning the findings can be applied
beyond the particular data sample collected
for the study). Qualitative studies tend to
generate ideas rather than numbers. Studies
that involve in-depth interviews or lengthy
participant-observation may provide a nu-
anced understanding of a subject. A quantita-
tive study may ask, “What is the recidivism
rate of parolees?” whereas a qualitative study
might ask, “What is it like for recently released
offenders?”

Statistical Significance: Most quantita-
tive studies make use of a sample and seek to
generalize these findings to a broader popula-
tion. Imagine a study on the effectiveness of
a drug treatment program. Imagine further

that 25 percent of the offenders who received
treatment tested positive for drugs one year
after completion, while 30 percent of a control
group of offenders (who did not receive the
treatment) tested positive. What conclusions
can we draw from this finding? Is the program
a good one? The findings suggest that the
treatment group did better. Statistical signifi-
cance is a numerical estimate of the likelihood
that this finding will be replicated with a dif-
ferent random sample of offenders. In other
words, perhaps a second study would find no
difference between the treatment and control
groups. Typically in social science research,
there must be at least a 95 percent chance that
a replication will yield the same basic result
of the first study — that the treatment group
will do better than the control group. That

said, an important second question must be
asked. Even if the result is statistically signifi-
cant (and we are confident that the treatment
program is better than no treatment), is the
difference big enough to care? This is a policy
question. Is the 5 percent gain worth the cost
of the program? Statistical significance cannot
answer that question.

Meta-Analysis: This is a statistical analy-
sis of multiple research studies. For example, a
study of an offender treatment program might
report a recidivism rate of 30 percent, or more
simply, that treatment is more effective than
no treatment. Another study might report a
rate of 25 percent, and a third might show no
difference between the treatment and control
groups. Meta-analysis is a technique to make

160 pages = Paperback = 519,95

\

MIFREN INETITHIE

%
Sldran.arg = S10-825-5888

New from VALOR

crred Siclrar Insviture Press!

Ethics in
Victim Services

Melissa Hook

A sKill-building handbook
to help yvou learn to identify,
analvze and resolve the
ethical dilemmas that

YOU encounter as a victim
assistance professional.
Assessments and exercises
encourage practical
application in interagency
conflicts.
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sense of a wide range of research findings. In
essence, it determines the effectiveness of a
type of intervention by accounting for all of
the known research findings — a study of
studies.

Process and Outcome Evaluation:
Process (or implementation or formative)
evaluations focus on how well a program
is implemented and delivered, or how well
the agency is bringing a program model into
practice. Outcome (or impact or summative)
evaluations focus on the effectiveness of the
program. Imagine an outcome evaluation
that shows no difference between a treatment
group and a control group. Without a process
evaluation, two conclusions are possible. First,
the program is not worthwhile. Second, the
program model is actually quite good, but it
was badly implemented. These conclusions
lead to very different policy implications,
either searching for a new model or searching
for a new management team. Process evalua-
tions tend to make use of qualitative research
methods, whereas outcome evaluations tend
to be quantitative. [J

David R. Karp is an Associate Professor
of Sociology ar Skidmore College in Saratoga
Springs, NY.
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Introducing:

The 2nd edition of an essential reference!

Supervision of the
Sex Offender

Community Management,
Risk Assessment & Treatment
by Georgia Cumming & Robert McGrath

The First edition of Supervidion of the Sex Offender iy
considered by many probation and pamale professionals
an essential reference for managing this challenging
population. Expanded and updated, the second edition
provides best-practice advice and strategics on enitical
issues facing amyone responsible for supervising sex
affenders in the community.

“The awthors leave no stone unbivmed... [TE5] ane book
afficers con whilize o5 o reference throughout their coneers.
Migdalia Baerga, LL.5W.

Probation & Pretrial Adminkstrator,

Federal Cormctioad & Superdsion D&iEion of the LS. [owifs

SHEFerSMiEE

=

Supervision
I | o Ehue

§ Sex Offender

i 1-BB4444-T3-3
218 pages, paper
Price: $30

plus 55 5& n

Order & WF106

To arder your copy,
call 802-247-3132
or dewnlgad

the order form at
www.safersociety.om

PO Box 340,
Brandan, ¥T 05733

==
=

INSTITUTE




APPA NEews

I I XX I X XYY Y YX XXX XXX XX
Proposed Amendment to the APPA Bylaws

Note: The following amendment to the APPA Bylaws was passed by the APPA Board of Directors on February 13, 2005 at the Winter Training
Institute in Anabeim, California. This amendment will be presented to the general membership for approval at the Membership Meeting in New
York, NY on Tuesday, July 27. Please direct any comments or questions regarding this amendment to Gary Yates, Constitutional Review Committee
Chair at (513) 785-5815 or Yatesgqw@butlercountyohio.org.

Article 1, Section 5 (Current)

The Treasurer shall be responsible for insuring the main-
tenance of all financial records of the Association and shall
insure the preparation of an Annual Financial Report and other
financial reports as directed by the Executive Committee, and
shall insure the submission of all financial records for annual
external audit. This report will include all information related
to other sources of funding such as grants, contracts, etc. the
Treasurer shall give such bond for the faithful discharge of his/her
duties as the Board of Directors may require, at the expense of
the Association.

Article 1, Section 5 (Proposed)

The Treasurer shall be the officer of the Association that
maintains general and specific oversight of the Association’s trea-
sury funds. The Treasurer will confer with the Executive Director
and the secretariat’s accounting department on financial mat-
ters of the Association. The Treasurer shall review any financial
records, reports or ledgers in accordance with the various items
of the budget. The Treasurer will oversee the budget and ensure
that it is managed according to approved policies. The Treasurer
shall report at least semi-annually to the Board of Directors on
the financial status of the Association. The Treasurer shall make
recommendations regarding the Association’s fiscal policies and
practices as recommended by the Executive Director, an external
audit, the chief financial officer of the secretariat and/or the

Executive Committee.

Resolution in Support of Involving Probation and Parole in Project Safe

Neighborhoods

‘Whereas: Project Safe Neighborhoods (PSN)
is a nationwide commitment to reduce gun
crime in the United States by networking
existing local programs that focus on reducing
gun crime and providing those programs with
additional tools necessary to be successful;

Whereas: PSN is based on the success of
Boston’s Operation Ceasefire and Richmond,
Virginia’s Project Exile, which utilized police/
probation/community partnerships to mount
a focused proactive search for individuals con-
sidered a high risk to illegally possess and use
firearms. Probation and parole officers were
key players in these successful initiatives and
their collaborative efforts continue and have
been replicated in other communities;

‘Whereas: The goal of the American Probation
and Parole Association’s (APPA) PSN initiative
is to actively involve probation and parole in
partnerships with other justice agencies to
provide safer neighborhoods;

Whereas: The APPA PSN initiative will
provide resources and support proactive
community supervision to promote safe com-
munities by:

®* encouraging partnerships of probation
and parole with other justice agencies to
institute preventative practices to discour-
age illegal firearm possession;

= identify prohibited persons in possession
of firearms;

® retrieving the weapons; and

= when called for, referring for federal
prosecution “prohibited persons” found
to be in possession of firearms.

THEREFORE, BE IT RESOLVED The
American Probation and Parole Association
hereby recognizes the importance of Project
Safe Neighborhoods and recommends that
probation, parole and other community su-
pervision agencies join in Project Safe Neigh-
borhoods’ efforts to reduce gun crime by “pro-
hibited persons” in possession of firearms.

American Probation and Parole Association 21
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Resolution Regarding the Victims of Crime Act

The Victims of Crime Act (VOCA) has,
with broad bi-partisan Congressional support,
been supporting ongoing essential services to
more than three million victims of all types
of crimes annually. VOCA has been funded
solely by deposits into the crime victims fund

with fines paid by criminal offenders and not
tax revenues.

We oppose the president’s proposed fis-
cal year 2006 budget that would rescind the
balance in the Crime Victims Fund, and call
upon Congtess to honor its pledge to crime

victms “to ensure that a stable level of fund-
ing will remain available for these programs
in future years” by respecting the statutory
promise that all amounts in the fund will
remain available for victim services.

Resolution on Community Corrections Response to Elder Abuse

WHEREAS: The elderly population, com-
monly defined as people aged 60 years and
older, was nearly 36 million in 2002 and is
expected to grow to more than 70 million by
2030. Further, the most vulnerable group of
elderly, those aged 85 and older, is predicted
to climb from 4.6 million to 9.6 million by
2030 (Administration on Aging, 2003).

Whereas: This significant population increase
likely will result in escalating incidents of elder
abuse and will necessitate a response by justice
system professionals.

Whereas: Elder Abuse encompasses both
criminal and noncriminal acts of physical
abuse, sexual abuse, emotional abuse, financial
exploitation, neglect, abandonment and self-
neglect and may have physical, behavioral, so-
cial, psychological and financial consequences
for victims.

‘Whereas: Many defendants and offenders un-
der community supervision interact with older
persons through their living or work situa-
tions. These elders may be victimized by acts
of abuse, neglect and exploitation because they
trust, depend on, or feel a loyalty or obligation
to these defendants or offenders. Elder abuse
usually occurs in private, and many victims
are unable or unwilling to report it.
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Whereas: Community corrections profes-
sionals may have the opportunity to prevent,
identify, and respond to elder abuse during
the course of their supervision of defendants
or offenders through case planning, observa-
tion during field contacts, victim disclosure,
reports by others in the community, discovery
that offenders have unearned funds, and other
means. Community corrections professionals,
therefore, should be attentive to potential elder
abuse indicators when supervising offenders.

Whereas: Community corrections profession-
als can always voluntarily report suspected
elder abuse to adult protective services or law
enforcement agencies, and in some states are
mandated to report their suspicions to those
agencies. It is further incumbent upon com-
munity corrections professionals to collaborate
with justice system and community-based
agencies and organizations on cases to pro-
mote the safety of victims and accountability
and behavioral change among offenders.

Whereas: The criminal and juvenile justice
systems have only recently responded to or
acknowledged elder abuse. Currently, few
probation and parole agencies have specific
policies, training curricula or systematic meth-
ods to help prevent, identify, and track elder
abuse cases, and therefore, some agencies may

believe elder abuse is an insignificant problem
and does not need specific criminal and juve-
nile justice responses.

‘Whereas: The heightened attention to elder
abuse and the potential role of community
corrections professionals in addressing it ne-
cessitates educating community corrections
professionals to prevent, identify, respond to,
and coordinate with other service providers in
elder abuse cases.

NOW THEREFORE BE IT RESOLVED
that the Board of Directors of the American
Probation and Parole Association hereby
endorses and recognizes the importance of
taking a proactive stance toward identifying
and responding to potential elder abuse, sup-
ports efforts to provide professional training
opportunities on this topic, and encourages
collaboration among justice system and com-
munity agencies in providing needed services
for victims and offenders.
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Resolution on Prison Rape Elimination Act

Whereas: President George W. Bush signed
into law S. 1435, the “Prison Rape Elimina-
tion Act of 2003.

Whereas: The Prison Rape Elimination Act of
2003 provides for the analysis of the incidence
and effects of prison rape in federal, state and
local institutions, resources, recommenda-
tions and funding to protect individuals from
prison rape.

‘Whereas: The Act establishes a framework for
actions at many levels, including federal, state
and local prison systems; the U.S. Department
of Justice; and accreditation organizations. In
addition, the Act provides that federal, state
and local officials must participate in surveys
and studies, and the selection of facilities,
“shall not be disclosed to any facility prison
system official prior to the time period studied
in the survey.”

Whereas: The Act creates a National Prison
Rape Reduction commission and grants
the Commission a right of access to any
federal department or agency information
it considers necessary to carry out its duties,
and provides for release of information to

the public.

Whereas: The purposes of the Act are to:

1. establish a zero-tolerance standard for
the incidence of prison rape in prisons
in the United States;

2. make the prevention of prison rape a
top priority in each prison system;

3. develop and implement national stan-
dards for the detection, prevention,
reduction and punishment of prison
rape;

4. increase the available data and informa-
tion on the incidence of prison rape,
consequently improving the manage-
ment and administration of correc-
tional facilities;

5. standardize the definitions used for col-
lecting data on the incidence of prison
rape;

6.increase the accountability of prison
officials who fail to detect, prevent,
reduce and punish prison rape;

7. protect the Eighth Amendment rights of
federal, state and local prisoners;

8.increase the efficiency and effectiveness
of federal expenditures through grant
programs such as those dealing with
health care; disease prevention; crime
prevention, investigation and prosecu-
tion; prison construction, maintenance
and operation; race relations; poverty;
unemployment and homelessness; and

9. reduce the costs that prison rape imposes
on interstate commerce.

Whereas: Many community corrections, pro-
bation and parole agencies operate or manage
residential facilities for individuals under com-
munity supervision or contract with said type
of facilities where sexual assault can occur;

Whereas: Individuals transitioning to com-
munity-based supervision from prisons and
jails, who have been the victims of sexual as-
sault and may be in need of services to address

their victimization;

Whereas: Community corrections officers,
probation officers and/or parole officers may
be the first person an individual who is the
victim of sexual assault tells of the said as-
sault and the officer requires knowledge in
how to address this situation and assist the
victimized party;

Whereas: An individual who is incarcerated
should not be subjected to sexual assault by
other offenders or staff.

THEREFORE, BE IT RESOLVED, The
American Probation and Parole Association
hereby recognizes the importance of the
Prison Rape Elimination Act to minimize the
day-to-day horror experienced by victimized
incarcerated individuals and recommends that
probation, parole and community supervision
agencies support the Act.
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Book ReviEwW

Interviewing:
Theories,
Techniques, and
Practices

by Robert A. Shearer

Dr. Shearer has written a comprehen-
sive manual regarding interviewing within
the criminal justice system. The manual is
structured to provide an overview of the
basic concepts of interviewing followed by
chapters on specific interviewing skills and
a closing chapter integrating the skills into
a comprehensive model. He spends the first
several chapters reviewing basic points about
interviewing, especially the impact interview-
ing can have on an interview as well as the
need for skillful interviewing. This review sets
an excellent tone to provide the reader with
a motivation to learn interviewing skills. He
also provides a helpful review on research
regarding various interviewing styles, in
the process debunking many myths about
popular styles and their effectiveness. The
discussion regarding ethics in interviewing is
particularly meaningful, given the potential
serious consequences that can occur as a
result of interviews in the criminal justice
context (i.e. imprisonment, etc.). At the
end of each chapter he provides a variety of

exercises that encourage not only summary
of the material but meaningful practical uses
of the information. Chapter 4 outlines the
strategy for teaching and learning interview-
ing, something that is particularly useful
because it decreases the likelihood of inad-
equate teaching. For instance, by outlining
the necessity to practice the skill and receive
(preferably) videotaped feedback, he increases
the likelihood that users of his book will fol-
low that practice.

Dr. Shearer then devotes a chapter to
each the interview skills: communicating
empathy, using speed/pacing, summariza-
tion skills, immediacy skills, concreteness
skills, confrontation, and assertion. Chapter
5 provides an excellent discussion of empathy,
particularly its value; empathy is not a luxury,
but rather a necessity for gaining accurate
information about the person and his/her
experience. The chapter includes a valuable
chart with adjectives for a variety of emo-
tions at different intensities, a useful list that
even experienced interviewers could keep
with them while interviewing. Finally, he
discusses the types of errors that can occur in
empathic responses — either understating or
overstating the intensity of the emotion being
experienced. Such a distinction is important
for interviewers to understand because of the
consequences — in understating an emotion
the subject will likely not correct you, thereby
leaving you with potentially dangerously in-
accurate material (i.e. not responding to the
level of depression a person has and missing
that he/she is suicidal). Conversely, subjects
tend to correct overstatements, thereby al-
lowing you to glean accurate information.
Chapter 6 focuses on speed and pacing in an
interview, with a particularly useful discus-
sion on silence. He includes a short list of
ways to skillfully use silence and the process
of active listening that is extremely practical
for the beginning interviewer. Chapter 7 fo-
cuses on summarization, particularly what it
should be used for, as well as when and how
to use summarization. He provides a help-
ful list of specific times when an interviewer
should summarize. He also breaks down
summarization into 3 parts: lead, content,
and check for accuracy. This three step pro-

cess provides an easy way for interviewers to
ensure they are in fact providing a summary.
He also outlines the various types of summary
one can use and emphasizes that this choice
is an important one, as it can significantly
impact the tone of the interview as well as
the subject’s understanding of the interview
and critical points (such as conditions of su-
pervision that need to be followed). Finally,
he describes how an interviewer can ask the
subject to summarize so that one can be sure
the subject has grasped the critical points of
the interview.

The concept of immediacy is introduced
in Chapter 8. Dr. Shearer correctly speci-
fies this as a more advanced interview skill
that involves the interviewer being aware of
their own actions as well as the relationship
between him/herself and the subject. This is
a difficult concept that Dr. Shearer makes
easier by providing a number of examples.
Chapter 9 discusses skills related to concrete-
ness — ensuring that both the interviewer and
subject talk in specific and concrete ways,
instead of remaining general and vague. He
quickly moves from a brief discussion of
open vs. closed questions, an area which most
readers already know, to more sophisticated
“specific intent” questions. He outlines 4
different intent possibilities (investigative,
exploratory, corrective, and facilitative) and
includes concrete examples that help the
reader focus on the differences between them.
He then provides a very nice discussion of
“why” questions and how they should be
used rarely, because of the extent that such
questions have become loaded with blame
and insensitivity, often leading to defensive
answers. Finally, he provides a description of
several different types of questions and their
sequencing (i.e. direct/indirect questions,
chaining questions, etc.) with sufficient ex-
amples to give the reader a true feel for the
different types of questions. Dr. Shearer also
provides a brief description of two types of
interviews, cognitive and brief motivational,
and the usefulness of such techniques. He
ends the chapter with a discussion of the
various types of concreteness (behavior, ex-
perience, emotion, and intention) that allows
the reader to fully understand the various
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aspects of communication and how to best
use this information to obtain reliable and
valid information.

Dr. Shearer completes his discussion
of interviewing skills with two of the most
necessary skill sets — confrontation and as-
sertion. He outlines the often problematic
use of confrontation and effectively points
out the difference between appropriate and
aggressive/destructive use of confrontation.
Of particular importance is his discussion
of the critical role empathy plays in effective
confrontation. He then proceeds to provide
specific guidelines for the effective use of
confrontation and numerous examples of
ways to skillfully confront an subject. Dr.
Shearer provides a similar model for asser-
tion skills. He describes assertion as “the
ability to clearly and forcefully communicate
thoughts and feelings to others”, then delin-
eates the differences between nonassertion,
assertion, and aggression. This difference is
particularly important for those in criminal

justice, as it is often tempting to fall into
aggressive responses with individuals who
may be manipulative and/or non-compliant.
Dr. Shearer notes that the competent use of
assertion results in less need for aggression,
thereby preserving the relationship between
the interviewer and w and ultimately pro-
viding not only more positive but also more
effective communication.

Dr. Shearer ends the manual with a
chapter on integrating the various interview-
ing skills. He includes a simple yet compre-
hensive chart of the various interviewing
skills then discusses how to use the skills in a
flexible and coordinated way. He emphasizes
the need to first watch a skilled interviewer,
either live or via video, then to practice, prac-
tice, practice. He provides several examples
demonstrating the impact of various skills
and how decisions regarding use of the skills
can significantly impact the direction of an
interview. Finally, he points out new direc-
tions in the field of interview training and

research, with recommendations to imple-
ment formal interviewing training both in
undergraduate and graduate programs in
order to improve interviewing throughout
the criminal justice system.

Dr. Shearer’s manual is an extremely
useful addition to both educational pro-
grams and criminal justice agencies. It is
user friendly, with easy to read chapters and
helpful exercises. Given the critical nature of
interviewing in the criminal justice field, itis
essential for us to insist on effective interview-
ing skills. A systematic training model is the
best way to ensure quality interviewing, and
this manual provides an excellent foundation
for such training. (J

Melissa Cahill, Ph.D. is the Director
of Collin Co. Community Supervision and
Corrections Department in McKinney,
Texas.
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rganizational change and cultural change
are often associated with private business
practices and are concepts less often as-
sociated with the public sector. Today,
the tide is changing. Community cor-
rections organizations across the country,
for example, are making bold attempts
to change their current business practices
and their cultures. According to the Bureau of Justice Statistics, in
2002 over 4.7 million people were under community supervision,
representing a 1.8 percent growth from the previous year (Glaze,
2003). The increased number of offenders under community super-
vision requires many community corrections organizations to alter

acil
Organiz'
Cha
Com
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supervision strategies and reorganize their current practices.

To that end, recidivism and its effect on public safety is the
paramount concern of any organization providing community super-
vision. According to recent statistics, 41percent of parolees released
from prison in 2002 were returned to prison for violation of the
conditions of their release and 11 percent of probationers absconded
from supervision (Glaze, 2003). While the 1.8 percent increase in the
number of offenders under community supervision is smaller than the
annual average, it is still an increase that must be addressed (Glaze,
2003). More and more offenders are either released from prison or
sentenced to probation with no end in sight. Supervision in a “busi-
ness as usual” fashion is no longer an effective strategy.

This increase in caseload, coupled with dwindling financial
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resources, makes it complicated for
supervision organizations, within their
existing structures, to provide the nec-
essary resources for staff to adequately
perform their required functions while
fully responding to offender needs. Thus,
probation and parole organizations must
implement organizational change that
will enable them to best supervise of-
fenders while promoting public safety
and reducing recidivism.

To begin the process of organiza-
tional change, agencies must rely on
the most recent evidence-based research
to identify and implement an effective
supervision model. When considering
such a model, organizations also need
to take into account staff develop-
ment issues to avoid a mass exodus of
unsatisfied employees. Implementing
new practices in organizations can
cause degrees of anxiety among staff.
Whichever model is selected for
implementation, the plan should be
implemented swiftly and confidently.

If not, staff may approach the im-
pending change with mistrust and
uncertainty. When people are faced
with change in their personal life or
work life, their feelings are critical.

It is important for organizations to

be cognizant that they are, in fact
collections of people. It is often the

case when business practices are
changed, this detail is overlooked.

This results in many employees
feeling unstable in their role
within the organization, which
effects morale and ultimately has

a negative impact on work perfor-
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mance and outcomes.

Considering all of these factors, this article aims to address the
nuances of organizational change within community supervision
organizations and discusses the recent advancements in community
corrections in the state of Maryland’s Division of Parole and Proba-
tion (MDPP). The Division has accomplished effective organizational
change in the supervision of criminal offenders and has begun to
implement an action plan that addresses the evolving practice of
community corrections.

A Mooee ror Chanee

To effectively supervise offenders, the MDPP has incorporated
evidence-based practices into the process. These innovative practices
go beyond the law-enforcement model, which focuses primarily on
compliance monitoring and not on offender change. The Division has
successfully incorporated this new practice into their Proactive Com-
munity Supervision (PCS) model. This model is designed to provide
community supervision staff supervising parolees and probationers

with the tools and skills that:

* Help to increase the level of communication between staff and
offenders;

* Ensures that every supervision interaction has its desired effect
through the implementation of contact standards;

* Includes a risk screening instrument that delineates low and high
risk offenders; and

* Allows for the use of technological advancements such a computer
applications designed to track compliance and progress that
enhances the effectiveness of staffs’ time (Sachwald, 2000).

Changing current practices within an organization is a task that
requires coordination of many integral parts. Staff must be trained to
use tools that identify the offenders who are at the greatest risk of re-
arrest while also identifying their needs and the appropriate resources
that address these needs.

Dedicated staff that is willing to change their practices to im-
prove outcomes play a key component in successfully effectuating
the process of change. Just as important is the unwavering support
of the organization’s administration that must clearly define policies
and procedures. These protocols must include an initial risk-screening
instrument, a comprehensive assessment procedure, practice guidelines
supported by evidence-based best practices, and responsive case plans
that meet all special conditions assigned by the court system. Finally,
the protocols include a signed behavioral contract between staff and
offender that outlines the offenders’ supervision requirements and
treatment needs.

OraANZATIONAL ComPONENTS AND STEPS T0 AcHIEVE Success wiTH CHANGE

Today, the predominant challenge to community corrections

organizations is the development of attainable goals within the con-
straints of reduced financial resources. Prior to the events of September
11, 2001, many states were facing economic hardships in coming
years (National Association of State Budget Officers, 2001). The
added financial pressure of this tragedy forced states to focus some of
their limited resources on security, which has led to further neglect
of community supervision organizations. Financial concerns are one
determinant of changing organizations (Nord & Tucker, 1987), but
they are not the only determining factor.

Attempting organizational or personal change is something that
should not be taken lightly as it can be very difficult, and disappoint-
ing if the desired effect is not achieved and goals are not reached. It is
essential for organizations seeking change in their supervision practices
to understand the process of change and why change needs to occur
within their organization. Research suggests that in order to increase
the likelihood of success in change efforts, clear goals must be set and
those goals need to be attainable (Miller, 1995). Before change can
occur, it is necessary to first differentiate between the components of
an organization that affect change and the steps that must be taken
for change to occur. Organizational components are the factors that
affect the process of change within an organization. These components
include, but are not limited to administrative support, allocation of
time for adjustment to change, and staff training. If engaged early on
in the planning process, these components can positively affect the or-
ganizational culture. Steps refer to tangible acts that need to take place
within an organization to assist in the change process. For example,
the development of formal policies and procedures is a step.
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CompoNENT | ADMINISTRATIVE SuPPORT

In most cases, it is an organization’s administration that deter-
mines and initiates major organizational changes. However, initiating
change does not suffice as administrative support. Organizations need
to have clearly defined paths and visions of their own future in order
to change the current climate or current work practices (Ryan, 1998).
The onus of developing this vision or path falls on the administra-
tion of an organization. In many cases, staff within an organization
does not fully appreciate nor comprehend why change must occur.
Therefore, it is incumbent upon the organization’s administration
to impart to the staff the reasons why the change is beneficial. One
of the most important factors in the development of the Proactive
Community Supervision initiative was the support of the MDPP
administration.

There are many levels of an organization’s administration. De-
partment executives, managers and front-line supervisors serve as
management for every organization (Ryan, 1998). Every staff member
in a management position needs to be able to clearly define to staff
why practices are changing in order for those changes to take hold.
Social Learning Theory (Bandura, 1977) suggests that the beliefs and
expectations of staff about the future of a given organization will have
a direct effect on their behavior and consequently the success of any
change initiative (Ballantine & Nunns, 1998). In order for any change
to take effect and to be successful, staff need to fully understand what
the future holds and what their role in that future is. Consequently,
administration must define the roles and expectations.

Administrators are responsible for communication with staff.
When changing organizational practices, managers and supervisors
serve as the messengers who inform staff of recent changes and initia-
tives (Sewell, 2002). Without communication between staff and the
organization’s administration, nothing can be accomplished. If staff
perceive the administration as a separate entity that does not abide
by the same principles, they will not be able to relate relevant topics
that may assist in changing culture. The entire administrative staff
need to serve as the models for the new identity of the organization.
Administration should serve as role models for their staff and ensure
that their staff understand all of the changes that are to take place.

Every leader within an organization needs to be able to guide
staff into these new areas while being able and willing to listen to
what the employees are saying. When administration supports a free
flow of communication from top to bottom and back up again, staff
feel comfortable bringing issues to their attention (Adams, 2003). In
order for any initiative to succeed, administration must be in touch

Figure 1: Organizational Development
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with the needs of staff and the issues that any new initiative creates;
they must be aware of the consequences of changing business practices
(Sewell, 2002).

Research has shown that in order for any implementation of new
business practices to be effective, the organization must create a climate
that fosters the change process. To create this climate it is necessary
for staff to be adequately trained in new practices, there must be in-
centives and sanctions for compliance and noncompliance with the
initiative, and an organization must identify the potential roadblocks
to implementation (Klein & Sorra, 1996). The MDPP was effective
in applying this research in practice. They started by defining each
administrator’s role in the organization change process and getting a
commitment from each individual. The administrators then designed
training sessions that met their staffs’ needs. To utilize the diversity
of the group’s expertise in the development and implementation of
the organizational strategy for change, the MDPP administrators
encouraged the development of relationships and partnerships with
community groups, such as treatment programs, vocational and edu-
cational programs, job placements services, faith-based organizations
and medical and mental health services across the state.

CompoNeNT 2: Attocation oF TIME FOR ADJUSTMENT 10 THE CHANGE

One aspect of organizational change that is often overlooked is
how much time change can take and that staff must be provided with a
sufficient period to adjust (Sewell, 2002). The saying goes that “Rome
was not built in a day.” Therefore, it is necessary for community cor-
rections organizations to realize that changing practices is difficult and
requires a long term commitment from all levels of the organization
as well as from many different community stakeholders (Umbreit &
Carey, 1995). To put this in perspective, think about how long it takes
for you to change a behavior. People need to go through distinct stages
in order to affect change, and to acquire the new skills to sustain the
change. Prochaska and DiClemente outlined these distinct stages and
dubbed them the “Stages of Change” (1992).

The Stages of Change model was developed to illustrate the
process that people go through when they are purposely attempting
to change an addictive behavior (Prochaska, DiClemente, & and
Norcross, 1992). The proposed change model has been applied to a
wide variety of behaviors. The stages include pre-contemplation, where
someone does not feel that change is necessary; contemplation, where
the individual is ambivalent towards changing; determination, where
there is recognition of a need for change and the individual is prepared;
action, where the person is active in the change process; maintenance,

Booster Sessions
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where there is sustained behavioral change; and relapse. Relapse does
not always occur, but when attempting to change behavior, it should
be expected. It is important to understand that the Stages of Change
are not linear. A person can revert to a different stage of change at
any time during the process of change.

MDPP trained its staff on the utility of the Stages of Change
when managing the offender population. To accomplish this goal, staff
were focused on how their own ambivalence affected their view of the
impending change within their own organization. The administra-
tion then provided support and the time necessary to work through
their ambivalence by giving staff six months to become familiar and
comfortable with the new practice techniques.

Through this transition period, it was crucial for the administra-
tion to provide regular feedback to the staff regarding performance.
Regular and consistent performance evaluations were conducted
to measure whether or not staff had acquired the level of skills and
understanding of the new practice. Because MDPP emphasized the
importance of staff training, they have been successful in accomplish-
ing many levels of organizational change by instituting performance
evaluations.

CompoNENT 3: TRAINING

Ensuring that staff are adequately trained in new practices directly
impacts whether any new implementation succeeds (Fleischer, Liker
& Arnsdorf, 1988; Klein, 1996). Within this model, public safety
concerns must be considered when implementing organizational
change. It is essential for training to be interactive, allowing staff to
practice new skills in comfortable, controlled environments. A staff
that receives training should gain an expanded base of knowledge and
skills that can be applied to practice. Trainings tend to be unsuccess-
ful when staff members are not provided with the appropriate level
of instruction for them to apply the theories and concepts learned to
their practice. Effective training ensures that there is no ambiguity with
organizational policies and procedures. It also enhances the chances
for successful implementation of the change model.

To sustain organizational change, MDPP used a three phase train-
ing strategy that included pre-training, comprehensive training and
booster sessions for all staff. To achieve their training goals, MDPP
hired organizational change training experts to assist in the training
process. See Figure 1.

TRAINING STRATEGY |2 PRE-TRAINING

The first step in MDPP’s training strategy consisted of conduct-
ing pre-training sessions with the supervision staff. These sessions
consisted of a two to three hour introductory training that outlined
the major topics. Attendees received a manual titled the Nuts and
Bolts of PCS, (BGR, 2001) which provides a detailed description of
the major PCS concepts. It consists of a series of one page fact sheets
that provide the key concepts and theories of the training topics in-
cluding Motivational Interviewing, Quality Contact Standards, and
graduated sanctions. Pre-trainings were designed to be less formal than
the actual training sessions and allowed staff to ask questions about
the new practices. MDPP held the training sessions at the office of
each community supervision site with the intent of having staff feel
at ease about the upcoming training and the ultimate organizational
change.

The benefit of holding the pre-training session in this environ-
ment allowed the trainers to identify the natural resistance staff may

exhibit in a familiar environment when confronted with new initiatives
and to address the potential barriers for learning among the staff. It is
to be expected that when new concepts are introduced, a portion of
staff might feel ambivalent (feel two different ways about a concept),
or feel resistant towards the change. Many staff will feel that the
innovation will simply not work or that it is a repackaging of failed
initiatives from the past (Young, 2004). Through the use of Moti-
vational Interviewing and its principles, rolling with any resistance
prepares people for their upcoming learning experience (Miller &
Rollnick, 1991). After the pre-training experience, staff will approach
the training sessions with less hesitation and resistance, thus preparing
them to absorb more of the information presented.

TrainiNG STRATEGY 2: CoMPREHENSIVE TRAINING SESSIONS

The training sessions are intense and must be carefully planned
in order to address the needs and concerns of staff. Bringing in a fresh
perspective and expertise increases the trainings effectiveness. It is
therefore beneficial to bring in outside consultants that possess these
qualities. MDPP’s three-day intensive training incorporated consul-
tants while introducing new policies and skills including Motivational
Interviewing techniques to assist the staff’s ability to communicate and
thus effectively supervise their offenders. During these sessions, staff
were given an opportunity to practice skills in a controlled environ-
ment before they were required to use these skills in the field. Common
problems with training is that not enough time is provided for staff to
acclimate themselves with the new practices and staff are not allowed
sufficient time or opportunity to practice skills (Taxman, Shepardson
& Bello, 2004). The required topics covered during the training will
guide the length of the time allocated for the training sessions.

The learning climate of any training is extremely important to its
overall effect. Learning tools can enhance this environment by forcing
staff to interact during the session and teaching in a manner different
than a regular lecture/listen strategy (Taxman et al, 2004). There have
been major technological advancements that can be incorporated into
training supervision staff. It is essential to create an environment where
staff feel that they can express themselves and learn in a dynamic
fashion. Additionally, there are exercises and practices that can be
incorporated into trainings that assist staff not only in learning skills
but practicing them as well. One of the most successful tools used in
the MDPP trainings were role-play scenarios. This practice of acting
out real life scenarios with one participant playing an offender and
another playing a staff member allowed staff to use their new skills
in an environment where, if something was done incorrectly, there
were Nno repercussions.

While there was some initial resistance to the idea of acting in
front of others, MDPP staff ultimately gained a wealth of knowledge
about the new practices they were required to learn.

Another useful tool that should be incorporated into trainings
is the use of interactive CD-ROM tools. MDPP used an interactive
CD-ROM (Bureau of Government Research, 2001) that visually
displayed the offender flow process, which is the process by which
an offender moves through community supervision that included
policies, games, videos of scenarios, and quizzes to test participant
knowledge. These forms of interactive tools break training sessions up
and engage the attendees of the training, which ultimately increases
participant retention (Taxman, et al, 2004.)

For this training, there are several additional factors that can
ultimately lead to greater success. If financial resources are available,
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training should be conducted off-site, away from the staff’s regular
offices. This environment provides staff with the added comfort of
learning where they cannot be called away to complete other tasks. If
possible, there should be multiple trainers with dynamic personalities
who can engage the participants and make the training experience
enjoyable and meaningful. Also to ensure that staff buy-in, PCS train-
ing session included six supervisors from within the organization to
assist with the delivery of the training. The added benefit of having
supervisors as co-trainers is two fold: they were viewed as the in-house
experts by the staff who would be able to train newly assigned agents
in the future; and they were familiar faces, which provided a certain
degree of comfort among the staff. In order to co-train, supervisors
were trained by the consultants to learn the information and the nu-
ances of training.

TRAINING STRATEGY 3: BooSTER TRAINING SESSIoN

The final phase of the training strategy is the booster training
sessions that serve as a refresher course for staff to keep their new skills
honed. They provide a forum for the staff to discuss any concerns,
such as their likes and dislikes about the new practice, and give the
administration the opportunity to make revise policies and procedures.
It is essential to understand how staff members are implementing any
new practices. Research has shown that if an innovation is not “user-
friendly,” then staff will not adopt or implement it properly (Rivard,
1987). This is one of the most important facets of an implementa-
tion; the organization and administration must be flexible and able to
change. If practices are not working as they were designed or intended,
they must be modified to meet the needs of the staff.

Additionally, in the booster sessions staff are provided with up-
dated information about current practices. The booster sessions should
last anywhere from two to three hours, mirroring time allocated to
the pre-training sessions.

While, this three-tiered training strategy demonstrated to be ef-
fective for MDPD, every organization needs to determine what training
strategy works for them given the availability of resources.

TRAINING STRATEGY 4: TECHNOLOGICAL INSTRUMENTS

Careful planning is required to assist and sustain institutional
change. Technology is a tool that can help promote change in any
institution by assisting staff in the training process, and by easing
transitions in policy (Taxman, Shepardson & Bello, 2004). Currently,
many organizations are relying on technology, and there are many tools
and instruments available for institutions to use to assist in the change
process. Computers with various software and hardware can be used in
avariety of ways, e.g., as a training tool, a reviewer, modeling through
videos, data storage, and the list goes on. Technology has infinite pos-
sibilities to help assist each organization address its needs.

In the current technological climate, organizational change
would be challenging to fully achieve and sustain without the aid
of technology. In fact, automation becomes part of the change. “Al-
though information systems and technology (IS/IT) investments have
always caused varying degrees of business change, the main purpose
of many of today’s IS/IT implementations is to change the business
and/or organization in some significant way” (Ward & Elvin, 1999).
However, incorporating I'T/IS into an institution is not easy. There
are various obstacles that need to be overcome before technology can
be fully integrated into an organization. For example, organizations
where the use of technology is ineffective would have a more difficult
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time implementing various technological advances. There is much
more work to be done than just introducing new technology in an
organization. Staff competency with technology has to be addressed
prior to the implementation of various technologies to assist staff in
every day work.

There are many different types of technological tools that can be
used to assist in changing organizational culture. MDPP introduced
new tools to enhance offender supervision, and new technologies to
increase the impact of the staff’s time. Interactive computer tools are
being used to reinforce new concepts. Along with interactive games
and CD-ROM s, screen savers are another tool used to reinforce new
concepts for staff. The most important thing that must be considered
when introducing any new technological tool to staff is to make sure
that staff understand what the purpose of the tools are thus helping
to justify the expenditure (Bada, 2002).

Steps 10 Success IN ORGANIZATIONAL CHANGE

The Maryland experience led to the identification of four steps
that are critical to success in organizational change.

Step One involves a collective understanding among the change
agents of why an organization needs to change. Through this process,
organizational goals need to be discussed and a plan needs to be de-
veloped for accomplishing those goals. In order to effectuate change,
an organizational plan must be in place and the organization should
adhere to this plan.

Step Two entails developing a mechanism that involves staff in
the process of change to ensure that staff is comfortable with new
practices. One way to achieve this is to have representatives from
among the supervision agents involved in the discussions and then
make them responsible for giving feedback to their colleagues about
the progress being made.

Step Three requires that a process evaluation be conducted.
Process evaluations are essential to understanding how organizations
change. They are potentially one of the most valuable sources of knowl-
edge about the implementation of new program interventions. (Young
& Klem, 2004) Process evaluations require that the organization assess
current business practices and identifying areas where changes and
improvements can and should be made. Many times process evalua-
tions are conducted with consultants from outside the organization
to objectively measure the effectiveness of current practices. The ad-
ministration of MDPP used the results of their process evaluation to
incorporate Motivational Interviewing as a communication strategy
to be used by their supervision agents.!

Step Four requires the organization to conduct focus groups with
all levels of staff from all areas of the organization to comprehensively
identify the needs of the organization. In addition to staff, these focus
groups should include consultants who possess expertise to assist with
the organizational transition. MDPP implemented this new practice
by including the Bureau of Governmental Research (BGR) at the
University of Maryland to assist them with organizing focus groups,
which resulted in BGR developing and conducting the MDPP’s
training initiative.

CoNcrusion

The overall goal of community supervision is public safety. In
order to achieve this goal, organizations need to provide their staff with
the tools and skills to effectively manage the offender population they
supervise. Implementation of new effective supervision practices will



result in a decrease in recidivism rates that will impact public safety.

Change is a daunting task within any organization, whether it
is in the private or public sector. Producing a systematic plan for or-
ganizational change that incorporates the key components, steps and
strategies discussed throughout this article will increase the likelihood
of success. Relying on the evidence based “What Works” literature,
and drawing on experiences of jurisdictions that have applied these
concepts and theories into practice is an effective way for community
supervision organizations to begin the process of change within their
organizations.

Every organization needs to determine the best organizational
change strategy that will be implemented based on the availability of
resources. Administrative support, allocation of time, staff training,
and the adoption of automation to track progress, are essential ele-
ments that assist with making any new business practice a success.

REFERENCES
Adams, L. (2003, September 17). Workplace Democracy in Action. San Diego Daily
Transcript, pp. Unknown.

Bada, A. Local Adaptations to Global Trends: A Study of an I'T-Based Organiza-
tional Change Program in a Nigerian Bank. The Information Society, 18: 77-86
(2002).

Ballantine, K. and Nunns, C.G. (1998). The Moderating Effect of Supervisory Support
on the Self-Efficacy Work-Performance Relationship. South African Journal of
Psychology, 28(3): 164-173.

Bandura, A. (1977). Social Learning Theory. New Jersey: Prentice-Hall.

Bureau of Governmental Research. (2001). Nuts and Bolts. Retrieved from http//:
www.bgr.umd.edu/nutsandbolts.pdf

Fleischer, M., Liker, J., and Arnsdorf, D. (1988). Effective Use of Computer-aided
Design and Computer-aided Engineering in Manufacturing. Ann Arbor, MI:

Industrial Technology Institute.

Glaze, L.E. (2003). Probation and Parole in the United States, 2002. Bureau of
Justice Statistics Bulletin (NCJ 201135). Washington, D.C.: U.S. Department

of Justice.

Klein, K.J. and Sorra, J.S. (1996). The Challenge of Innovation Implementation.
Academy of Management Review, 21(4): 1055-1080.

Miller, W.R. (1995). Increasing Motivation for Change. In R.K. Hester and W.R. Miller
(Eds.), Handbook of Alcoholism: Treatment Approaches — Effective Alternatives
(pp-89-104). Boston: Allyn and Bacon.

Miller, W.R. and Rollnick, S. (1991). Motivational Interviewing: Preparing People to
Change Addictive Behavior. New York: Guilford Press.

National Association of State Budget Officers. (2001, September 25). Fiscal Update:
State Budgets Post-Attack. Retrieved [date] from the World Wide Web: http://

www.nasbo.org/publications/pdfs/statepostattack2. pdf

Nord, W.R. and Tucker, S. (1987). Implementing Routine and Radical Innovations.
Lexington, MA: Lexington Books.

Prochaska, J.O., DiClemente, C.C., and Norcross, J.C. (1992). In Search of How
People Change: Applications to Addictive Behaviors. American Psychologist,
47:1102-1114.

Rivard, S. (1987). Successful Implementation of End-user Computing. Interfaces,
17(3): 25-33.

Ryan, T.A. (1998). A Generic Model for Correctional Staff Training: Implications for
Managers. Corrections Management Quarterly, 2(1): 74-82.

Sachwald, J. (2000). Proactive Community Supervision: A Plan for Making Maryland
Communities Safer. Department of Public Safety, and Correctional Services,
Baltimore, MD.

Sewell, G. (2002). Is this it “The Discipline of Teams: The Control of Team-Based
Industrial Work Through Electronic and Peer Surveillance.” Administrative
Science Quarterly, 43: 397-428, 1998. Reprinted in: Stewart R. Clegg (ed.)
Central Currents in Organization Studies, Volume II: Contemporary Trends .
London: Sage, 2002.

Taxman, E, Shepardson, E., and Bello, M. (2004). Using Interactive Technology
Tools as Part of Skill Development for Criminal Justice Staff. L. Moriarty and
D. Carter (eds.) in Criminal Justice Technology in the 21* Century, Springfield:
IL: Charles C. Thomas.

Umbreit, M.S. and Carey, M. (1995). Restorative Justice: Implications for Organi-
zational Change. In U.S. Department of Justice, Restorative Justice: On-Line
Notebook. Retrieved [date] from the World Wide Web: http://www.ojp.usdoj.

gov/nij/rest-just/ch3/implications.html.
Ward, J. and Elvin, R. (1999). A New Framework For Managing IT Enabled
Business Change. Information Systems Journal, 9: 197-221.

Young, D. (2004). First Count to Ten: Innovation and Implementation in Juvenile

Reintegration Programs. Federal Probation, 68: 70-77.

ENDNoTES
Motivational Interviewing, developed by William Miller and Stephen Rollnick,
is a client-centered strategy designed to increase the communication flow between two
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he Solano County (CA) Probation Depart-
ment is a medium sized department providing
investigations and reports for the courts and
community supervision of adult and juvenile
offenders. The department also operates a
juvenile detention facility and a residential
treatment program for juveniles. Like many
organizations, the department is facing the
retirement of at least 80 percent of its management and administra-
tive staff within four years. The department needed to address the
problems of not having enough staff prepared to enter these positions
and the lack of interest in promotion into the supervisory positions
that are prerequisites for advancement into management. In addition,
there was no organized method of preparing staff for promotion,
resulting in most new supervisors not being adequately prepared
for the new position. Given the uncertainty of the state budget and
implications for department operations, these problems needed to
be addressed at minimum cost to the department.

THE SoLurion

Implementation of an Employee Development Program was
identified as a means to address these anticipated supervisor and man-
ager level vacancies by motivating and preparing staff for promotion.
The program was designed with three major components: training,
assisting staff to develop career action plans, and mentoring. Providing
training about the position of supervisor was expected to generate
interest and help overcome some fears about becoming a supervisor.
Introducing employees to the job requirements and discussing the
emotional impact of assuming a new role was expected to begin to
prepare employees for promotion to supervisor. Assisting staff to
prepare career development action plans was intended to focus their
preparation for promotion and help to maintain interest. Provid-
ing mentors was designed to support employees to follow through
with action plans. The period of mentoring was also expected to
help staff to learn more about the details of the position increasing
their knowledge, skills and abilities as new supervisors when they
are promoted. The successful implementation of this project would
provide better qualified candidates during the supervisor promotion
process and reduce the amount of time current managers will need
to devote to training newly promoted supervisors. Providing mentor
training and the opportunity to serve as mentors was expected to help
current supervisors enhance their skills and prepare for promotion
to manager.

The program objectives were:

* To increase the number of internal applicants for promotion
into supervisory and management positions by 10 percent at
the time of the next recruitments,

* To increase the number of employees with an action plan for
preparation for promotion by 25 percent by the end of fiscal year
2003-2004, and

* To increase the number of employees with a positive perception
of department support for their personal/professional develop-
ment by 25 percent by the end of fiscal year 2003-2004.

As identified by Proehl (2001a) successful change management
includes creating a sense of urgency and building a coalition for

change. These concepts were applied to the implementation of this
Employee Development Program, which required gaining the support
and cooperation of executives, managers and first line supervisors as
early as possible in the process. It was also important to provide infor-
mation about the program to potential participants early and often.

A thorough organizational analysis was used to refine the initial
concept for the program into something more focused on training and
development of potential supervisors and managers. This fit well with
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Jevelopmient Program in a Cou

the chief probation officer’s concerns about the department’s need for
succession planning. Current supervisors were identified as the most
critical participants in the program whose support and cooperation
was essential. In order to “anticipate and therefore reduce resistance
before it occur[ed]” (Proehl, 2001a: 94), current supervisors were
brought into the program early, beginning in December 2003. Several
different methods were used, including discussion of the program
at individual meetings with staff and at adult division and juvenile
division meetings. In addition, the program was described in writing
and current supervisors were invited to volunteer for a focus group

!
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to help develop the training curriculum for potential supervisors.
They were also encouraged to volunteer to become a mentor. Paying
attention to the human factors during this change effort proved to
be important in helping avoid problems and gaining a greater level
of participation by supervisors than was anticipated.

Field managers and the chief deputy worked together to revise
supervisor tasks and standards and to develop mentor program
guidelines. The initial concept for the mentoring program limited
participation to staff that met the minimum qualifications for super-
visor. However, keeping in mind that mentoring should be used to
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“identify potential and nurture it to ensure that all employees
meet organizational objectives and individual goals to become
an integrated part of the culture” (Van Slyke and Van Slyke,
1998: 14), the team decided to broaden the criteria to include
any probation officer, not on probation, currently meeting
performance standards for the position.

An eight-hour Standards and Training for Corrections
certified course, “Preparing to be a Supervisor,” was developed
using input from the focus group of current supervisors. The
class was open to all staff, but was required for line probation
officers who wanted to be mentored. The focus group was made
up of eight current supervisors. The session was very productive,
with the discussion producing the initial outline for the training.
The participants, with from three months to more than fifteen
years experience, enjoyed the opportunity to reminisce about
their early experiences as supervisors and to be involved in the
development of future supervisors. By the end of the meeting
there were four volunteers to assist as presenters in the training
and six volunteers to become mentors. The Preparing to be a
Supervisor training took place on March 31, 2004, and was
attended by 23 staff. All staff completed a Project Evaluation
Survey at the beginning of the class. The same evaluation would
be completed three months later for comparison.

The last portion of the training was spent assisting partici-
pants in developing career action plans, which would be used
as a starting point for those participating in the mentoring por-
tion of the program. Applications for the Employee Mentoring
Program were submitted by 17 training participants. Keeping
in mind that “participation can minimize resistance” (Proehl,
2001a: 159), the participants were asked during the class to as-
sist in deciding how to handle the potential problem of having
more mentee applicants than available mentors. One idea had
been to include managers in the pool of mentors, but it was
decided that this could produce an imbalance in the mentoring
experiences with those assigned to managers having a perceived
advantage in future promotional processes. The group sug-
gested as an alternative that participation of some applicants
be deferred for six months, to begin after the first cycle of the
program was completed. This suggestion was adopted and ap-
plicants were asked to indicate if they would be willing to defer
their participation.

The Employee Mentoring Program was identified as the
most important and involved portion of the project. The plan
included training for mentors prior to implementation of the
program. The class was a four-hour Standards and Training for
Corrections certified course, open to all staff, but required for
probation supervisors who wanted to become mentors. Pro-
fessional trainers were investigated, but the expense to hire a
trainer for a half-day session was prohibitive. Instead, a trainer
was engaged for one hour of the course and the project manager
taught the remainder of the course. The trainer also provided
a wealth of information about mentoring and provided refer-
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ences for other resources. The Employee Mentoring training took
place on April 1, 2004, and was attended by 14 staff. The number
of supervisor participants (10) was greater than anticipated. The
participants also included four line officers that planned to apply
for the mentoring program. The training was primarily designed
to provide guidance for prospective mentors, but the presence of
prospective mentees was beneficial as they had questions from
a different perspective that helped to clarify mentor roles and
responsibilities as well as their needs. The training went very well
and the professional trainer’s portion was especially helpful. Nine
participants submitted applications to become mentors, six from
the adult division and three from the juvenile division.

In the months leading up to the trainings and launching of
the mentoring portion of the program, the project manager spent
a significant amount of time communicating with staff at all levels
of the organization, using different venues. The vision that the
program represented was presented early in the process to “give
organization members a picture of the end state, a focus for their
change effort and an inspiration to mobilize their creative ener-
gies” (Proehl, 2001b: 26). It was important to reinforce and clarify
this vision as the program progressed. As described by Bateman
and Snell, “In conveying an important message, it is useful to be
redundant...you should state your viewpoint in a variety of ways
and at different times with different audiences” (2004: 462). Ap-
plication of this concept proved to be valuable in the successful
implementation of the program, serving to help staff understand
the purpose and benefits of the program, encourage and motivate
them to become involved and ensure high compliance rates with
regard to completing tasks within specified deadlines.

With assistance from the management team, mentors and
mentees were matched. In making the assignments, the functional
organizational structure of the Solano County Probation Depart-
ment (e.g. separate divisions for adult supervision and juvenile
supervision) was kept in mind. In order to foster a department-
wide perspective and encouraging the acquisition of knowledge of
other areas of the department (Bateman and Snell, 2004: 257, the
management team agreed to assign mentors across division lines.
The management team also agreed that the matching process would
avoid assigning a mentor to someone who was currently or had
previously been under their supervision. This decision served to
maximize opportunities for staff to be exposed to new people and
experiences. The team was able to place each with a new supervisor,
but because there were fewer juvenile division mentors, two adult
staff mentees were placed with adult division supervisors. It was
necessary to defer seven applicants to the next program cycle. This
was done without negative repercussions as all had volunteered to
be deferred.

An Employee Mentoring Program orientation was held on
April 20, 2004. It was a fun and energizing event kicked off by
the chief probation officer. The event included a presentation of
important information about the program and a personal work
style activity which was intended to help participants recognize



different styles of communicating and interacting and to see the
benefit of diversity in groups (Proehl, 1996: 6), improving the
quality of interactions. The event concluded with a social period
for mentors and their mentees to get acquainted and to schedule
their first meetings. Another mentoring program event, a get
together, was held in July 2004. The event was planned keeping
in mind step eight of Proehl’s Eight-Step Change Management
Model, “Evaluating and Celebrating the Change” (2001a: 95).
Bringing all program participants together to compare notes
about the program experience at the mid-point and to celebrate
their accomplishments was expected to provide useful evaluation
information and also serve to encourage participants at a time when
interest could begin to wane.

During the first two months of the mentoring program, men-
tors expressed a desire for a forum to come together as a group to
share ideas about mentoring activities. It was decided to arrange
a meeting for mentors in conjunction with the get together. Dur-
ing the mentor meeting, mentors shared many creative ideas,
including opportunities for collaboration. Several mentors had
encouraged mentees to do internal work — engaging in thorough
self-examination and assessment. The mentees were receptive and
felt the process was beneficial for them. A lesson learned was that
this meeting would have been even more valuable earlier in the
process when some mentors were struggling to come up with
ideas for activities. During the get together mentees talked about
the activities arranged by their mentors, shared some of what they
had learned and discussed the impact of the program on them. All
were enthusiastic about the experience. The group also engaged in
an activity related to communication, problem solving and team
building. The activity vividly demonstrated the importance of
trusting team members enough to allow each person to perform
their assigned tasks (delegation), the power of collaboration among
individuals with different strengths, and the benefit of providing
small pieces of information as they are received instead of waiting
to have all the details.

The Resutrs

The results of the project met or exceeded expectations. The
next manager recruitment took place in September 2004. Although
there was no change in the number of qualified employees submit-
ting applications as compared to 2002, there was an increase of
at least 50 percent in interest in applying, but due to a change in
qualifications for the position, several interested applicants were
unable to apply. The next recruitment for supervisor took place in
October 2004 and reflected an increase of 100 percent in internal
applicants as compared to 2003. The number of employees with
a written career development plan increased by 230 percent as
measured by the surveys completed prior to training and three
months later. The number of employees with a positive perception
of department support for their personal/professional development
increased by 6 percent as measured by the same surveys, less than
the goal of 25 percent; however, it was noted that there were more

positive responses to the initial survey than expected making
the 6 percent increase significant. Comments provided by men-
tees in written program evaluations reflected positive attitudes
about the department. Participants were asked, “What benefits
have you received from the program?” Responses included
“I have a feeling that

the department val-
ues my growth” and
“Reassurance that the
department encourages
career developmentand
values supervisors/staff
in allowing them the
opportunity to grow
and learn.” The total
budget for the project
was $4,000, most of
which was salary for
managers and supervi-
sors. The actual cost
was slightly less and it
is expected that the cost
will be paid back in less
than one year through
savings in training new
supervisors and man-
agers.

There were several
unanticipated results
from the implementa-
tion of the program.
Although literature
about mentoring in-
cluded that mentoring
programs are beneficial
for mentors as well as
mentees, the mentor
benefits were greater
than anticipated. As

mentors networked

with each other to share ideas and coordinate activities for
mentees there was significant cross-divisional communica-
tion, increasing the connection between the two divisions.
The process of reviewing career action plans with mentees led
many mentors to reflect on their own personal and professional
development resulting in identifying areas of strength that had
not previously been recognized, as well as areas to improve. The
process of explaining supervisor tasks and standards to mentees
forced mentors to thoroughly review the new tasks and standards
causing assimilation of these changes to occur faster for them as
compared to peers not going through this process. Mentors also
began to discuss career growth in a more purposeful way with
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their own staff expanding the impact of the Employee Development
Program beyond the staff that attended training or participated in
the mentoring program.

An increased focus on encouraging staff to improve public
speaking skills, especially by assisting in training presentations, was
another unanticipated consequence of the program. The process used
to develop the Preparing to be a Supervisor curriculum included invit-
ing supervisors to assist in presenting the material. Four supervisors
volunteered and served as role models for class participants demon-
strating that although they experienced anxiety about speaking to a
group, they were able to effectively share ideas. The same concepts
were applied to training developed for the adult division inviting line
probation officers and supervisors to assist with these classes. The
two supervisors and three probation officers that participated gave
effective presentations and served as role models for their peers. As
these experiences were discussed it became more evident that provid-
ing opportunities for staff to act as trainers allowed them to develop
their public speaking skills, considered essential for supervisors and
managers, in addition to sharing valuable knowledge with their peers.
The initial efforts to engage staff as trainers quickly gained momen-
tum as staff observed the success of the volunteers. A recent training
needs survey asked for volunteer trainers and 13 staff indicated an
interest in teaching.

The Employee Development Program implemented to address
the succession planning needs of Solano County has been a successful
practical application of Change Management Theory. The positive
results of the program reinforced the value of applying theory with
implications for use in other areas. The project focused on developing
potential supervisors through classroom training, career action plans
and mentoring. Current supervisors participated in developing the
training curriculum and served as mentors, providing opportunities
for their development and preparation for promotion to manager
positions. Short-term evaluation has shown the program to be a suc-
cessful approach to the problem. The line personnel and supervisors
participating in the program have developed new knowledge, skills
and abilities that will make their transition into new positions when
promoted much smoother than those of prior promotional candidates.
The program has increased transparency in the department, allow-
ing line personnel to see the realities of being a supervisor as well as
how the department operates. These employees have also received
assistance in identifying how skills they already possess can be used
in the position of supervisor, increasing their level of confidence as
they consider promotion. As a result of participating in the program
as mentors, current supervisors have begun sharing components of
the project with their own staff, expanding the reach of the program
beyond formal participants. The collaboration up and down the orga-
nization reinforced to employees that they are valued and supported
by administrators and managers. Although, at first glance the timing
of the project could be seen as problematic given the severe budget
problems occurring in government in California and the resulting
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“belt tightening,” in fact the program has served to improve morale
during a difficult time. The Employee Development Program has
helped employees to focus on long term goals rather than becoming
discouraged by current difficulties. In final evaluations of the program
the one area that was identified that could be improved was finding
a way for mentors to have more time for mentees. Agencies trying
to replicate this program should consider providing overtime pay to
ensure that mentors can give sufficient time to mentees while per-
forming other required duties. It is important to reward mentors in
order to confirm the importance of the role and encourage continued
participation (Jacoby, 1989: 10-13).

Succession planning has become an area of significant focus in
government and the program presents a model that could be used in
agencies other than probation departments. Employee mentoring is
the centerpiece of the program and has proven to have great value to
both mentees and mentors. Mentoring also has applications outside
of succession planning including improving the learning curve and
transition of new employees entering an organization. The program
has demonstrated “ongoing opportunities for reflective learning — so
that coaches and performers can refocus their energy and refine their
practices” (Bowerman and Collins, 1999: 292), which has been of
substantial benefit to this organization and could be applied success-
fully to other organizations.
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Arizona’s
Drug
Treatment
And
Education
Fund

andatory sentencing laws first enacted 25 years ago have
since been increasingly relied on as a weapon in the war on
drugs. Some argue that mandatory sentencing laws have
exacerbated the number of drug offenders being incarcer-
ated by forcing judges to impose lengthy sentences for
possession of small amounts of drugs, resulting in today’s
severe prison overcrowding and increased prison operat-
ing costs. According to the Bureau of Justice Statistics,

34 percent of the persons convicted of drug possession in 2002 were sentenced to prison,
28 percent to jail, and 38 percent to probation. The average prison sentence was two years and 11
months, of which the estimated time served was 14 months (BJS, 2004).

It was not until the late 1990s, in a limited number of state criminal justice systems, that there
was a movement in favor of diverting non-violent drug offenders to treatment rather than to costly
and debilitating incarceration. Numerous studies have shown that drug treatment is not only less
expensive than incarceration, but when mandated, far more effective. In reaction to this challenge
and in defiance of the state’s political establishment, two-thirds of Arizona’s voters took the law into
their own hands and voted to make Arizona the first state to mandate treatment instead of prison for

criminal offenders whose primary legal problem is drug use. In 1996, Proposition 200 was passed.
Known formally as the Drug Medicalization, Prevention and Control Act, Proposition 200

went into effect on December 6, 1996 (Arizona Revised Statutes [A.R.S.] § 13-901.01). Prior to
the passage of the Act, a person convicted of possession or use of a controlled substance could

receive a prison sentence. The passing of the Act changed this sentencing option by requiring

the court to suspend the imposition or execution of a prison sentence for a person convicted of

a first or second time personal possession or use of a controlled substance. The Act also required

this group of drug law violators to be placed on probation with conditions that they participate in

and pay for, according to financial ability, appropriate drug treatment or drug education programs

in lieu of incarceration. A person convicted a third time for personal possession or use does not qualify
under the law may receive jail, prison or probation under the provisions of the criminal code.

2002 Voter-Approved Changes

In the 2002 Arizona General Election, the people of Arizona sought to change the initial language
of the Act and passed House Concurrent Resolution 2013, also known as Proposition 302. The result
of this was amendments to A.R.S. §13-901.01, expanding the current Act by enabling the court to
impose a term of incarceration. This could occur if the person convicted of personal possession or
use of a controlled substance or drug paraphernalia refuses drug treatment or if the person rejects
probation at the time of sentencing.

The Fund
The Actalso established the Drug Treatment and Education Fund (DTEE),
through A.R.S. § 13-901.02, which receives revenues generated
by luxury taxes on liquors. Fifty percent of the money
deposited into the DTEF is distributed by the
Administrative Office of the Courts (AOC)

BY MICHELLE ANDERSON

i : ha e t ofiee



to the 15 Superior Court probation departments throughout the state.
The monies are allocated to cover the costs associated with provid-
ing qualified (licensed and certified) drug education and treatment
to persons who abuse controlled substances. The funds are primarily
directed to probationers sentenced under A.R.S. § 13-901.01 (re-
ferred to as mandatorily sentenced). Once the mandatorily sentenced
population has received treatment services, probation departments
may utilize their remaining DTEF funds for the treatment of other
persons (referred to as discretionary group), who evidence a need for
substance abuse treatment.

The remaining 50 percent of the funds are then transferred to
the Arizona Parents Commission on Drug Education and Preven-
tion for programs aimed at increasing and enhancing education and
community involvement in addressing the risks and health problems
associated with the abuse of alcohol or controlled substances.

The Arizona Drug Treatment and
Education Fund Report

The AOC is required to prepare a report detailing the cost savings
realized from the diversion of persons from prison to probation. Since
1997, each Report has evolved to include additional treatment related
information and different cost savings methodologies. The most recent
report details fiscal years 2001-2004 and presents the prison costs
avoided as a result of Prop 200 as well as statewide substance abuse
treatment related information.

Figure 1

Utilizing Treatment

Treatment Program
Program

Definition of Treatment Program

Characteristics of the Population Utilizing
the DTEF

During fiscal years 2001-2004, a total of 19,070 probationers
participated in DTEF funded substance abuse treatment or education
programs. Maricopa County, the most populous county in Arizona,
served 52 percent of the state’s probationers. Of the 19,070 probation-
ers participating in DTEF funded treatment during fiscal years 2001-
2004, 6,588 (35 percent) were mandatorily sentenced, while 9,379 (49
percent) were discretionary in that they qualified for DTEF treatment
services based solely upon their substance use. The remaining 3,103
(16 percent) of those who participated in DTEF funded treatment
did not have documentation regarding their eligibility status.

Treatment interventions employed statewide by probation depart-
ments depend on the availability of resources, location of resources,
and management of each county’s treatment dollars. The interventions
utilized for the total population receiving DTEF funded treatment
services during fiscal years 2001-2004 were shown in Figure 1.

Treatment information analyzed at the probationer level® (de-
fined as the last treatment that occurred for the probationer during
the fiscal year) revealed as of June 30, 2004 there were 3,411 of the
19,070 probationers served still participating in treatment services
and therefore, did not have treatment outcomes. Additionally, 2,235
probationers had an unreported outcome. Of the 13,424 that ended
treatment, 55 percent completed a drug education or treatment pro-
gram, while 45 percent were terminated
from treatment.

Treatment information analyzed at
the placement level® (defined as the total
number of actual treatment placements)
revealed that, of the 22,468 treatment

Assessment Only

1%

Screening process to determine level of substance use
and need for treatment.

Substance Abuse Education

7%

An intervention service for probationers in an
outpatient setting for 2 to 12 sessions.

Standard Outpatient

48%

Non-residential treatment service that consists of a
minimum of 1, 90 minute face-to-face group session
per week with a maximum of 5 face-to-face contact
hours per week. 1, 1-hour individual session may be
substituted for 1, 90 minute group session.

Intensive Outpatient

23%

Non-residential treatment service that consists of a
minimum of 3, 2-hour face-to-face group sessions per
week. 1, 1-hour individual session may be substituted
for 1, 2-hour group session.

Lapse/Relapse

1%

Non-residential treatment service that facilitates
maintaining abstinence as well as provide help for
probationers who experience relapse.

Short Term Residential

1%

Any type of treatment or counseling for alcohol or
other drug disorder where the probationer resides at

the facility for 30 days or less.

Long Term Residential

2%

Any type of treatment or counseling for alcohol or
other drug disorders where the probationer resides at
the facility for 31 days or more.

Motivational
Enhancement!

3%

Non-residential treatment service that is a client-
centered approach for initiating behavior change
by helping probationers resolve ambivalence about
engaging in treatment and stopping drug use.

Day Treatment

0%

Non-residential treatment service that consists of a
minimum of 5 days per week for 6 hours of face-to-
face contact per day.

Treatment Unreported

14%

Treatment Program was not documented in data
management system.
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placements, 15,914 treatments ended
prior to fiscal year 2004. Of those, 55 per-
cent of the placements were completed,
while 45 percent of the placements were
terminated. Additionally, 3,366 place-
ments were still open at the end of fiscal
years 2001-2004 and 3,188 placements
were not sufficiently documented to de-
termine outcome.

Mandatorily Sentenced
Probationers

The type of treatment interventions
utilized by the probation departments
for the 6,588 (35 percent) mandato-
rily sentenced probationers is detailed
in Zable 1.

Treatment information analyzed at
the probationer level revealed that 1,117
of the total 6,588 mandatorily sentenced
probationers were still participating in
treatment at the end of fiscal year 2004
and therefore, did not have treatment
outcomes. Additionally, 632 probationers
had unreported treatment outcomes. Of
the 4,839 mandatorily sentenced proba-
tioners that ended treatment, 54 percent



completed a drug education or treatment program, while 46 percent
were terminated from treatment.

First Conviction

Of the mandartorily sentenced probationers, 5,314 (81 percent)
were sentenced for their first possession or use of controlled substances
or drug paraphernalia conviction. At the end of fiscal year 2004, a
total of 909 were still participating in treatment, while 477 had an
unreported treatment outcome, and 3,928 ended treatment.

Of the first conviction mandatorily sentenced probationers who
ended treatment, 54 percent completed a drug education or treatment
program, while 46 percent were terminated from treatment.

Second Conviction

Of the mandatorily sentenced probationers, 1,274 (19 percent)
were convicted a second time of possession or use of controlled sub-
stances or drug paraphernalia. By the end of fiscal year 2004, a total of
201 probationers were still in treatment, while 160 had an unreported
treatment outcome, and 913 ended treatment.

Of the second conviction mandatorily sentenced probationers
who ended treatment, 55 percent completed a drug education or treat-
ment program, while 45 percent were terminated from treatment.

Discretfionary Group

The types of treatment interventions utilized by the probation
departments for the discretionary group, 9,379 (49 percent), are
detailed in 7zble 2.

Treatment information analyzed at the probationer level revealed
that 1,999 of the discretionary group remained in treatment at the
close of fiscal year 2004 and therefore did not have treatment out-
comes, while 922 probationers had an unreported treatment outcome.
The following information represents the treatment results of the
6,458 probationers who ended treatment, 57 percent completed a
drug education or treatment program, while 43 percent were termi-
nated from treatment.

2001 — 2004 Cost Analysis

Since there is no absolute way to determine an exact number of

Table 1

offenders that would have been initially prison-bound, absent A.R.S.
§13-901.01, a method of tracking the estimated number of prison
diversions needed to be developed.

The formula which was developed included a time trend regres-
sion analysis, using the total number of commitments (direct court
and probation violation) for possession of drugs and paraphernalia
combined for fiscal years 1990-1996. The difference between the pre-
dicted commitments and the actual number of commitments reported
from 1997 to 2004 is considered to be the number of prison diversions
for each year. Thus, for fiscal years 2001-2004 the total number of
prison diversions based on direct court commitments predicted by
the model was 1,316 and the total number of prison diversions based
on probation violation commitments was 2,776, for a grand total of
4,092 estimated diversions from prison (see Graphs 1 & 2).

Offender-level data were made available by the Arizona Depart-
ment of Corrections (ADC) and counted according to the following
conditions:

* No prior commitment to the ADC for a violent offense

* No prior commitments for possession of drugs or parapherna-
lia

* Possession of drugs or paraphernalia had to be the sentencing
charge (other felony drug charges not included)

The estimated avoided costs were calculated based on the
diverted offenders being placed in Level II and Level III ADC fa-
cilities and private prisons (non-ADC operated). Level II and III
ADC facilities house offenders who present a minimal or moderate
institutional and/or public risk. Private (non-ADC operated) facili-
ties house predominately offenders convicted of DUI and drug law
violations (ADC, 2003). It was assumed that defendants sentenced
to imprisonment for drug law violations would be housed in one of
the above facilities due to their minimal institutional and/or public
risk. ADC has entered into contracts with both public and private
facilities in Texas, Oklahoma, and Colorado to house inmates in the
face of prison overcrowding. In the State of Arizona, ADC utilizes four
private facilities and two county jails to house additional inmates. In
the State of Arizona, roughly two thirds of incoming low-level drug
offenders are committed to non-ADC operated prison facilities, while

Mandatorily Sentenced Probationer Summary, Fiscal Year 2001 - 2004

Fiscal Year 2001

Fiscal Year 2002

Fiscal Year 2003 Fiscal Year 2004

Mandatorily Sentenced Probationers 1,817 2,022 1,706 1,043
Percent Completed Treatment 52% 55% 59% 52%
Percent Terminated Treatment 48% 45% 41% 48%

Treatment Program Most Frequently Used Standard Outpatient

Standard Outpatient

Standard Outpatient Standard Outpatient

(60%) (55%) (45%) (40%)
Treatment Options Utilized
Assessment Only 1% Short Term Residential 1%
Drug Education 6% Long Term Residential 2%
Standard Outpatient 53% Motivational Enhancement! 1%
Intensive Outpatient 27% Day Treatment 0%
Lapse/Relapse 1% Treatment Unreported 8%
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Table 2
Discretionary Group Summary, Fiscal Year 2001 - 2004

Fiscal Year 2001 Fiscal Year 2002  Fiscal Year 2003  Fiscal Year 2004

Discretionary Group 2,194 2,392 1,970 2,823
Percent Completed Treatment 61% 60% 60% 45%
Percent Terminated Treatment 39% 40% 40% 55%
Standard Outpatient Standard Outpatient Standard Outpatient Standard Outpatient

Treatment Program Most Frequently Used (51%) (499%) (53%) (51%)
Treatment Options Utilized

Assessment Only B Short Term Residential 3%

Drug Education dLe Long Term Residential 3%

Standard Outpatient >1% Motivational Enhancement 3%

Intensive Outpatient 24% Day Treatment 0%

Lapse/Relapse B Treatment Unreported 3%

one-third are committed to ADC prison facilities (referred to as Arizona Practical Costs in table 5).
Prison cost calculations are a combination of two equations for both direct court commitments and probation violation commitments,

which are then added together for the overall ADC

diversion costs. The first is report year diversion Damph 1
hich involves th ced with th TREKD 6 DR POSEPARARH COMMITMENTS
costs, which involves the cost associated with the s oo o P
estimated offenders diverted during fiscal years Barlewade. 17 1HRS3004 .
Coammrs wel b Voo ed Pispea and Bo P Poassesson [en s Saesibe b BEE

2001-2004. This calculation is based on the as- "
sumption that offenders will spend an average ..,
of six months in prison in the first year they are
sentenced (equation: [Number of Diversions x
Cost per Month x Time Served in FY Sentenced = w= e v R
(6 months)*]. The second is diversion costs from - 1
prior fiscal year, which is based on the assumption | e W
that offenders from the previous fiscal year would =~ i
serve the remainder of their sentence in subsequent
fiscal years (equation: [Diversions from Previous o
FY x Cost per Month in Current FY x (Time
Served-Time Served in Prior FY (not to exceed

12 months)?].

Total Probation Cost is a combination of Canp 2

supervision and treatment costs. To determine TINNELIN DG, SOREFARAN COMITIINTS
Probation Vislabans

supervision costs, the program capacity, which is Saimwicte Fr 1590-7004
: = i Mo Vislent Prisoss and B Frar B ios GammEmant & OO
the number of probationers that can adequately 3 e R = i

be supervised for each program (standard and in- PP ~id
. . L] LLL I
tensive) based on the number of probation officers L
employed, was determined and divided into the bl e
respective fiscal year total expenditures® for adule e B
standard and intensive probation. e e -
Supervision and treatment costs for the ari gy !
diverted offenders are calculated using the same a1 ol Wy A il = Aot Ei
formulas as the prison cost calculations; how- 5
ever, time served is changed to the average time i VR TESE FEGD TERM IWES IR FRRT TR TEGW OO PO GOOF  BOOY F0OM
sentenced to probation for DTEF funded proba- Fical Vawr
tioners. According to a performance audit by the oo daal Commimants s Pradaied Com mim s e
Auditor General, the average time an offender is
on probation before being revoked differs from
county to county (Adult Probation Programs, March 1999). The Auditor General’s report reviewed four counties, Cochise, Maricopa, Pima

and Yavapai. Using the revocation data for the four counties, a probationer spends an average of 18 months on probation before revocation.

e

i
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Table 3

Fiscal Year 2001

$ 33,026,406

Standard Supervision

Statewide Total Probation Supervision Expenditures, Fiscal Year 2001 - 2004

Fiscal Year 2002

$ 32,494,682

Fiscal Year 2003 Fiscal Year 2004

$ 29,848,764 $ 33,488,716

Intensive Supervision $ 21,472,225

$ 19,714,093

$ 18,538,883 $ 17,258,599

Table 4

Statewide Average Treatment Expenditures’, Fiscal Year 2001 - 2004

Fiscal Year 2001

Fiscal Year 2002

Fiscal Year 2003 Fiscal Year 2004

Average Monthly Costs $47.30

$ 44.75 $51.14 $57.34

I Average Yearly Costs $ 567.66

$536.95 $613.74 $ 688.04 |

Table 5

Estimation of Avoided Costs, Fiscal Year 2001 - 2004

Fiscal Year 2001

Fiscal Year 2002

Fiscal Year 2003  Fiscal Year 2004

Total Arizona Practical Costs $ 8,552,903 $ 12,898,368 $ 14,625,449 $ 15,033,342
Total Probation Costs $ 2,014,471 $ 2,590,800 $2,801,223 $ 2,893,042
Total Net Costs Avoided $ 6,538,432 $ 10,307,568 $ 11,824,226 $12,140,300

The full 12 months is therefore used for the calculation of the costs
in the current fiscal year, while six months represents the time spent
on probation during the prior fiscal year.

Table 5 represents the best approximation of costs associated with
committing the estimated 4,092 offenders to both private prisons and
ADC operated prisons in lieu of being placed on probation.

While the table suggests that there are costs avoided by suspend-
ing a sentence of incarceration for those convicted of possession or
use of a controlled substance and requiring participation in a drug
treatment program, it is still unclear if this process yields similar results
that benefit society such as lowering recidivism rates.

Many experts applaud the shifting approach in the war on drugs
and claim that alternative sanctions can offer potential solutions to the
challenges posed by drug abuse and the overburdened prison system.
However, even as Arizona has led the way as an innovator among the
states with alternative sanctions for drug offenders, it continues to be
one of the few states addressing the considerable numbers of offenders
incarcerated for low-level drug offenses. Hopefully, the work being
carried out by Arizona and other states will demonstrate the need to
shift the political focus from how to decrease rising prison populations
to meeting the needs of the drug abusing offender.

References
Arizona Auditor General. “Adult Probation Programs” (1999).

Arizona Department of Corrections (ADC). “Fiscal Year 2003 Annual Report”
(2003).

Bureau of Justice Statistics (B]S). “Felony Sentences in State Courts, 2002.” NCJ
206916 (2004).

Endnotes

"Maricopa County is the only county that identifies Motivational Enhancement
and Lapse/Relapse treatment programs separately from other treatment modalities.
Other counties indicate that these are components of certain treatment modalities.

% Considers the last treatment for the probationer that occurred during the
fiscal year.

3 Refers to the actual number of placements in a treatment program during the
fiscal year.

* Six months is an average of time served in the fiscal year sentenced.

* Sentences greater than 18 months carry over into subsequent fiscal years; there-
fore, the total time served in the current fiscal year cannot exceed 12 months.

¢ Includes all state funds (SAE, CPP, & ISC) plus County, PSE, & Other (includes
any other funding sources available to the probation departments)

7 Treatment funds that are not used by Counties are reverted back to the AOC

and redistributed to Counties needing additional DTEF monies. [J

Michelle Anderson is a Data Analyst with the Adult Probation
Services Division of the Arizona Supreme Court, Administrative Office
of the Courts.
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Jun 9-12

Jun 13-15

Jun 27

Jul 18-20

Jul 17-21

Jul 24-27

Jul 25-28

Aug 6-10

Aug 29-31

Aug 29-Sep 1
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CALENDAR OF EVENTS

2005 - 2006

National Association of Drug Court Professionals
11th Annual Drug Court Training Conference,
Orlando World Center Marriott Resort and Con-
vention Center, Orlando, Florida. Visit www.nadcp.
org for more information.

6th Annual Innovative Technologies for Com-
munity Corrections Conference, Red Lion on Fifth
Ave., Seattle, Washington. Contact: (800) 416-8086
or jdunne@du.edu for more information.

Association of Paroling Authorities International
New Parole Board Member Training, Kansas City,
MO. Contact Gail Hughes at (573) 796-2113 or

visit www.apaintl.org for more information.

National Institute of Justice Annual Conference
on Criminal Justice Research and Evaluation: Evi-
dence-Based Policies and Practices, JW Marriott in
Washington, DC. Visit www.nijpcs.org/upcoming.
htm for more information.

National Association of Blacks in Criminal
Justice 32nd Annual Conference and Training
Institute, Adam’s Mark Hotel, Dallas, Texas. Call
(919) 683-1801 or visit www.nabgj.org for more
information.

APPA’s 30th Annual Training Institute

Marriott Marquis Hotel, New York, New York,
Contract Kris Chappell at (859) 244-8204 or visit
Www.appa-net.org for more information.

Association of Paroling Authorities International
Board Members Professional Development, Mar-
riott Country Club Plaza, 4445 Main St. Kansas
City, Missouri. For more information visit www.
apaintl.org.

American Correctional Association 135th Con-
gress of Correction, Baltimore, MD. Contact
Conventions Dept. (800) 222-5646 x-1922 or visit
WWW.aca.org.

Association of Paroling Authorities International
Hearing Officer/Parole Staff Training, Kansas City,
MO. Contact Gail Hughes at (573) 796-2113 or

visit www.apaintl.org for more information.

Association of Paroling Authorities International
Hearing Officer/Parole Staff Training, Marriott
Country Club Plaza, 4445 Main St. Kansas City,
Missouri Contact Gail Hughes at (573) 796-2113

or visit www.apaintl.org for more information.

Summer 2005

Sep 11-14

Sep 16-21

Oct 2-5

Oct 8-11

Oct 16-19

Nov 2-5

2006

Jan 8-11

Jan 28 - Feb 1

Jul 23-26

Aug 12-17

12th National TASC Conference on Drugs &
Crime, Developing Safe and Jealthy Communities:
Recover, Reenter, Restore, Cleveland, OH, Renais-

sance Cleveland Hotel Phone: 703-836-8272

10th International Conference on Family Violence,
Town and Country Hotel and Convention Cen-
ter, San Diego, CA. Visit www.fvsai.org or email
fvconf@alliant.edu for more information.

Canadian Automobile Association and the Traffic
Injury Research Foundation International Confer-
ence on Distracted Driving, For more information
email tirf@trafficinjuryresearch.com.

National Crime Prevention Counsel 7th National
Conference on Preventing Crime: Power of Preven-
tion, Hilton Washington in Washington, DC. Visit
www.ncpe.org/ for more information.

National Partnership for Juvenile Services 11th
Joint Conference on Juvenile Services, Richmond,
VA. Visit www.NPJS.org for more information.

24th Annual Association for the Treatment of
Sexual Abusers Research and Treatment Confer-
ence, Sheraton New Orleans, New Orleans, LA.
Visit www.atsa.com for more information.

APPA’s Winter Training Institute, Austin Hilton,
Austin, Texas. Contact Kris Chappell at (859) 244-
2804 or kchappell@csg.org for more information.

American Correctional Association 2006 Winter
Conference, Nashville, TN. Contact Conventions
Dept. (800) 222-5646 x-1922 or visit www.aca.

org.

APPA’s 31st Annual Training Institute, Hilton
Chicago, Chicago, IL. Contact Kris Chappell at
(859) 244-2804 or kchappell@csg.org for more

information.

American Correctional Association 136th Con-
gress of Correction, Charlotte, North Carolina,
Charlotte, North Carolina. Contact Conventions
Dept. (800) 222-5646 x-1922 or visit www.aca.
org.

To place your activities in Calendar of Events, please submit

information to: Darlene Webb

American Probation and Parole Association

PO. Box 11910, Lexington, KY 40578

fax (859) 244-8001, email dwebb@csg.org
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COMMUNITY JUSTICE
& SAFETYFOR ALL

New York,
Co-Sponsored by

Saturday, July 23
12:00 p.m. - 5:00 p.m.

Sunday, July 24
8:00 a.m. - 9:00 p.m.
8:30 a.m. - 5:00 p.m.
8:30 a.m. - 5:15 p.m.

1:00 p.m. - 5:00 p.m.
4:00 p.m. - 6:00 p.m.
6:00 p.m. - 7:30 p.m.
7:30 p.m. - 9:00 p.m.

Monday, July 25
7:30 a.m. - 5:00 p.m.
8:30 a.m. - 10:00 a.m.
10:00 a.m. - 11:00 a.m.
11:00 a.m. - 12:30 p.m.
12:30 p.m. - 1:45 p.m.
1:45 p.m. - 3:15 p.m.
3:30 p.m. - 5:00 p.m.
4:00 p.m. - 6:00 p.m.
5:00 p.m. - 6:00 p.m.

Tuesday, July 26
8:30 a.m. - 10:00 a.m.
9:00 a.m. - 11:00 a.m.
11:00 a.m. - 12:30 p.m.
12:30 p.m. - 1:45 p.m.
2:00 p.m. - 3:30 p.m.
3:45 p.m. - 5:15 p.m.

Wednesday, July 27

8:30 a.m. - 9:30 a.m
9:45 a.m. — 11:15 a.m.

Institute Registration

Institute Registration
Intensive Sessions

Special Training — Center for Sex

Offender Management

APPA Board of Directors Meeting

Resource Expo Viewing
Opening Session

Opening Reception in the Resource Expo

Institute Registration
Plenary Session

Resource Expo Viewing
Workshops

Lunch in the Resource Expo
Workshops

Workshops

Resource Expo Viewing
Reception in Resource Expo

Workshops

Resource Expo Viewing
Workshops

APPA Luncheon
Workshops

Workshops

APPA Membership Meeting

Closing Session

New York

New York State Probation Officers Association, Inc.
New York State Council of Probation Administrators

ance

July 24,-27, 2005

Where It All Happens

All APPA workshops, intensive sessions, general sessions, resource
expo and receptions will take place in the New York Marriott Marquis,
1535 Broadway, New York.

It Pays to be an APPA Member

APPA members save $60 in registration fees. It is not too late to
take advantage of the savings. You can become a member of APPA when
you register for the Institute. Just complete the membership section on
the registration form, and your savings start immediately!

How You Will Benefit!
® Learn fresh, new ideas from well-known experts.
® Experience innovative programming.
Participate in stimulating discussions with your peers.
Enhance your current abilities and qualifications.
Discover “what works” from professionals in the field.
Network with your peers and learn from their diverse experience.
View and compare the newest correctional products, technologies
and services.
Increase your current programss effectiveness.
Take part in exciting and fun social events.

Who Should Attend?

This institute is “not to be missed” if you are a corrections profes-
sional involved in:
®  probation

® residential programs

L] . . .

parole ® judicial system
« IF 1 Beeref

juvenile justice ® pre- and post-release centers
® treatment ® restitution
. .

social work ® law enforcement
. . . ' '

efiuf:atlon Or training ® public policy development
®  victim services

Host Agencies

New York City Dept. of Probation New York Division of Parole
Suffolk County Probation Dept. United States Probation Dept.

Westchester County Probation Dept.  New York State Division of Criminal
Nassau County Probation Dept.

Justice Services

New York State Division of Probation
and Correctional Alternatives



Monday, July 25
11:00 a.m. — 12:30 p.m.

Effectively Partnering with Non-Profit
Organizations

Don’t Be Taken for a Ride: How to Develop an
REFP for Contract Prisoner/Offender Transport

Services

Rochester IMPACT: Working Together to
Fight Crime

Domestic Violence and Firearms

Involvement of Probation and Parole in Project

Safe Neighborhoods

Offender Employment: A Savvy Supervision
Strategy (Part 1)

Work Force Planning: Protecting the
Commitment to Public Safety

Leaders for the Future: Two Views of Leadership

Development

Computer Assisted Learning for the Professional

and the Repeat DWI Offender

Increasing the Effectiveness of Probation and
Parole through Research

Holistic Representation: Identifying Success

Courage and Authenticity

Crime Victims’ Rights: We've Made Tracks but
We Still have Miles to Go

Juvenile Detention Reform: Using Collaborative
Strategies and Evidence-Based Practices

Visit

wvv’

Monday, July 25
1:45 p.m. — 3:15 p.m.

Is Prostitution “The Oldest Profession” or Is It,
Domestic Violence, Rape and Incest?

DWI Offenders —The Good News and the Bad

News
Measuring Performance in New York State’s
Criminal Justice System

The Indianapolis Violence Reduction
Partnership: A Case Study (Part 1)

Community Justice/Safer Communities
Offender Employment: A Savvy Supervision
Strategy (Part 2)

Collaborative Management of Probationers in
Gang Culture (Part 1)

Leading Edge Technologies to Prevent Internet-
Based Sexual Crimes

PARDON ME! Did You Hear Me? The Art of
Effective Listening

Community Crisis Intervention Teams

Gender Matters: Creating Services for Women

and Girls (Part 1)

Leading the Way, Lighting the Path: Lessons of
Leadership from Trailblazers

Is It Delinquency or Is It Mental Illness?

AT A GLANCE

Monday, July 25
3:30 p.m. — 5:00 p.m.

Identifying and Responding to Elder Abuse:
The Vital Role of Community Corrections
Professionals

Risk Takers/Tragedy Makers

Collaborative Efforts in Problem Solving Justice

Indianapolis Violence Reduction Partnership: A
Case Study (Part 2)

New Technologies in Community Supervision

— Are They Working?

Organized Crime and Community Corrections:
Strategies and Assumptions for Supervision

What Do You Get from Balanced and
Restorative Justice: Let’s Measure It!

Mentoring Youth in the Juvenile Justice System:
A Research Based Approach

Collaborative Management of Probationers in
Gang Culture (Part 2)

Progressive Sanctions Court: Drastic Reduction
in Texas Revocation Rates

Gender Matters: Creating Services for Women
and Girls (Part 2)

Funding and Partnering to Sustain a Successful
Reentry Program

Computer Forensics in Probation Searches:
Using 21st Century Tools without Violating the
18th Century Constitution

for additional

Institute information!



Tuesday, July 26
8:30 a.m. — 10:00 a.m.

Harlem Community Justice Center
— One Stop Re-entry Source for
Upper Manhattan

Court Unified Truancy Suppression
Program (CUTS): Investing in
Truancy, Investing in Children

Interstate Compact for Adult
Offender Supervision

Successful Re-Entry Empowerment
and Employment

Non-Invasive Drug Screening via
Optic Scan: Philadelphia Adult

Probation and Parole’s Experience

Agency Leadership in Community
Corrections: There are No Bad
Teams only Ineffective Coaches

Focus Group for Women in
Probation and Parole

Victims and Community Justice:
How to Create Dynamic Adult
Corrections-Based Victim Services

Compassion Fatigue: The Cost of
Caring

What is Your Problem: NIC’s
Secret Weapons

Supervising Juveniles — Firesetting

and Animal Cruelty

Specialized Supervision of the
Seriously Mentally Ill (SMI): A
Successful Model

Tuesday, July 26
11:00 a.m. — 12:30 p.m.

Offender Re-entry: Transition from
Prison to Community

What You Should Know About
Evidence-Based Approaches: A

Conversation with Experts

Justice Served: Violation of
Probation Proceedings Done the
Westchester Way

Police-Corrections Partnerships:
Developmental Challenges

A Balanced Approach with Dealing
with the Repeat DW1I Offender-
The Team Concept

Looking Outside of Criminal
Justice to Create Effective Women’s
Programming

Search and Seizure in the Electronic

Age

Officer Safety Strategies

Collaborating with Families

Off the Beaten Path: Working with

Underserved Victims

Six Steps for Helping Kids in the

System Reclaim their Future

Growing Caseloads, Shrinking
Budgets — Don't Just Test, Test
SMART!

Tuesday, July 26
2:00 p.m. — 3:30 p.m.

Shared Services: Alternatives to
Incarceration for Defendants and
Offenders with Mental Illness

Implementing/Evaluating a College
HIV Peer Programming with
Offenders

Youth Courts: Youth-Driven Justice

Making Re-Entry Safe and
Successful: The Report of the Re-
Entry Policy Council

Ceasefire-Making Neighborhoods
Safer Through Collaborative Law
Enforcement

The POM Pilot: Maximizing
Alternative Sentencing Resources

Terrorism: Implications for
Community Corrections Agencies

Natural Response Defensive
Training — Ground Techniques

Victims’ VOICES in Connecticut
Corrections: A Program
Description and Evaluation Report

Building Job Competency through
“Real Work” Experience: OJT in

Community Corrections

Child Support and Re-Integration
Planning

Identifying and Supervising Women
on Probation Who Are Victims of
Domestic Violence

Tuesday, July 26
3:45 p.m. — 5:15 p.m.

Research in Community
Corrections: Recent Findings at the
Bureau of Justice Statistics

Why Should Probationers/Parolees
Pay their Child Support?

Law Enforcement Officers Flying
Armed

Restorative Justice and Victim
Sensitivity for Juvenile Justice
Programs

What the Offenders Say about
“What Works”

Bronx Community Solutions
— Taking Problem-Solving

Systemwide

Arizona Building Blocks: Building
Community Collaborations One
Step at a Time

Collaboration-An Unnatural Act
between Consenting Agencies

Enhancing your Graduated
Sanctions with Everyday
Technology

Accreditation: What Does It do
for Us? Our Experience with ACA
Accreditation

Sex (Supervision) in the City

Limited Staff, Limited Resources,
Unlimited Possibilities — A Smaller
State’s Approach to Enhancing
Public Safety



lecistiation

New! Single Day Registration
Single day registration includes all
workshops, luncheon and resource expo
entrance for one day only. Desired days
(Monday, July 25 and Tuesday, July 26)
must be selected by July 5. Deadline to
register for single day registrations is July 5.

Intensive Training Sessions

The intensive training sessions may
only be attended by individuals who are
full registrants of the Institute. Class size is
limited for each intensive session, so pre-
registration is required. If your intensive
session choice is filled, you will be notified
and offered an alternative session or refund.

Family Institute Registration

A special low registration fee is avail-
able to immediate family members of In-
stitute registrants. Only immediate family
members not employed in the corrections
field qualify for this special rate. The fee is
only $75 and allows the family member to
attend workshops and the resource expo.
The fee does not include admission to any
intensive session. The awards luncheon
is not included; however, tickets may be
purchased separately for this event.

APPA Luncheon

A ticket for the luncheon is included
in the early or regular registration fee. Reg-
istration fees for family members do not
include a luncheon ticket. Luncheon tick-
ets for family members may be purchased
for $75. Extra tickets for guests may also be
purchased separately.

Institute Dress

All activities of the Institute are casual
dress. A sweater or light jacket is recom-
mended for the air conditioned meeting
rooms that tend to vary in temperature.

Agency Members —How to
Register for Your Membership
Discount

If your agency is a current APPA
agency member, you can attend the In-
stitute at the member rate. Your agency’s
membership must be valid through July
2005. Registration forms must be com-
pleted for each individual, mailed to APPA
as a group with your agency’s name clearly
marked on the registration forms. Agency
memberships will be verified. You are re-
quired to pay the regular registration fee if
your agency is not a current APPA agency
member.

Registration Procedures

By Mail — Registration for the APPA
Institute can easily be done by mail. Just
send your check, government purchase
order or credit card information with your
completed APPA registration form to the
address shown on the form. All registra-
tions postmarked by July 8, 2005 will
receive written confirmation.

By Fax - For your convenience, when
payment is by credit card, you may fill
out the APPA registration form and fax it
to: (859) 244-8001, Attention — APPA
Institute. All registrations faxed by July 8,
2005 will be confirmed by mail.

Internet — Register for the APPA

Institute on-line at www.appa-net.org

Payment

Payment in full for all Institute ac-
tivities must accompany your registration
form. Check, money order, VISA, Master
Card or American Express are accepted as
payment for the Institute’s registration fees.
Checks must be made out to the Ameri-
can Probation and Parole Association and
payable in U.S. dollars. Payments received
in Canadian dollars will be invoiced for the
conversion difference plus a $10 service fee.
Registrations postmarked on July 6, 2005
or later are not eligible for the early reg-
istration fee and must include the regular
registration fee. Agencies required to use a
purchase order should submit the registra-
tion form with the purchase order in lieu
of a check. Invoicing will be processed
immediately upon receipt of the purchase
order and, in all cases, payment will be due
immediately.

Cancellation/Refund Policy

A full refund, less a $50 processing fee,
is available until July 5, 2005. No refunds
are available after July 5, 2005. In order to
receive a refund, written requests must be
sent the APPA Institute, c/o The Council
of State Governments, P.O. Box 11910,
Lexington, KY 40578-1910 or faxed to
(859) 244-8001. All requests for refunds
must be postmarked or faxed by July 5,
2005. Registrations are not transferable.

[
Lodgin
New%rk Mg'iott Marquis Hotel
1535 Broadway
New York , NY 10036
Phone: (800) 843-4898 or (212) 704-8700

All institute activities will be held in the New York Marriott Marquis

Information

W New York, Times Square
1567 Broadway at 47th Street
New York , NY 10036
Phone: (212) 930-7400

Welcome to W New York - Times Square, an oasis of calm in the
midst of the flurry of a revitalized Times Square. From the moment you

step inside, you will be transported to a Zen-like environment. Quiet

Hotel, located in the heart of Manhattan’s dazzling theater mecca. Enjoy
the Marriott’s wide variety of restaurants and lounges including the city’s
only revolving rooftop restaurant. For more information about the New
York Marriott Marquis, visit their website at www.nymarriottmarquis.com.

Lodging Reservations at the Marriott Marquis

APPA has secured for Institute attendees an incredibly reduced rate
of $149 single or $159 double occupancy. To make lodging reservations,
telephone the New York Marriott Marquis Hotel at 800-843-4898 or 212-
704-8700. Please state that you are attending the American Probation and
Parole Association Institute to receive the special rate. All reservations must
be accompanied by a first night room deposit or guaranteed with a major
credit card. Deadline to make lodging reservations is June 24.

colors, calming textures and a dramatic glass-encased waterfall that soothes
the senses. The W New York is located one short block from the Marriott
Marquis.

Lodging Reservations at the W New York, Times Square

APPA has secured for Institute attendees an incredibly reduced rate of
$177 single or double occupancy. To make lodging reservations, telephone
the W New York at 212-930-7400. Please state that you are attending the
American Probation and Parole Association Annual Training Institute to
receive this special rate. All reservations must be accompanied by a first
night room deposit or guaranteed with a major credit card. Deadline to
make lodging reservations is May 27. Reservations can also be made on
APPA’s website at www.appa-net.org

Visit the APPA website at www.appa-net.org for updates on lodging, transportation and Institute activities, or call

@ APPA at (859) 244-8204
([ ] [ ] ([ ] [ ] [ ] [ ] [ ] [ ] [ ] [ ] [ [ ] [ ] [ ] [ [ ]



COMMUNITY JUSTICE
& SAFETY FOR ALL

Last Name: First Name: or Fax to:
(859) 244-8001

Degistration Form  [Gre

APPA 30th Annual Training Institute e July 24-27, 2005 e New York, NY ¢/o The Council of State Governments
Please use a photocopy of this form for each registrant. Please print clearly. P.0. Box 11910, Lexington, KY 40578

Title: Agency/Organization: . .
or reg|s’rer online at WWw.appa-net.org
Business Telephone: Business Fax:
P To better plan Institute workshops and
Address: activities, please supply us with the follow-
' (location where confirmation should be sent) lng information'
City: State: Zip: Job Jurisdiction
Y P O Federal
. O State
Email Addresss: 3 County
. . O City
Registration Fees 0 Privace frm/business
Includes general sessions, exhibit receptions Early Rate On or After o Acadf:mlc Institution
and workshops. (All fees are per person.) Before July 5 July 6 Amount O Province
P rerp i Y y O Nonprofit organization
Member of APPA or co-sponsoring Assn.  $315 $360 $ O Other
bTo E}lal,if})’ for this rate you must be a member of one of the following (please mark those that you hold current mem- Primary Work Area
ership in

a ile Probation & Parol
0 APPA Member - Please indicate your membership category and your membership number. 0 klgl‘iﬁl;roliﬁ;ti?);ogc Parjf: ¢

O Individual member O Agency member 3 Adult Probation

Membership # [ O A O Expiration Date L= L] O Adult.Parolc _
O Juvenile Probation
O NY State Probation Officers Association O NY State Council of Probation Administrators O Juvenile Parole/Aftercare
Non-member $375 $420 s O Residential

O Non - Residential

If you are not a member of APPA or or the co-sponsoring associations, you are required to pay the regular registration .
b P 8 24 4 bay 8 8 O Treatment Provider

fee. Memberships will be verified.

O Academia
Single Day Registration $210 N/A $ O Other
Single Day Re%istration ends July 5. Single day registration includes all sessions, workshops, luncheon and exhibit hall Length of Experience in Corrections
entrance for selcted day. O Less than 2 years 0 16-20 years
Must select day: 0 Monday, July 25 O Tuesday, July 26 3 2-5 years 3 21-25 years
O 6-10 years O More than 26 years
APPA Accredited Contact Hours $10 $10 $ O 11-15 years
- ' Highest Level of Education
Intensive Sessions $30 $30 $ O Graduate Equivalency Diploma(GED)
Available only to registrants of Institute. Attendance at intensive sessions only is not permitted. O High School Diploma
Specify Intensive Session # (see page 6 for list of Intensive Sessions) O Associate’s Degree
- - - O Bachelor’s Degree
Family Registration $75 $75 $ 0 Master’s Degree
This rate is available to immediate family members not employed in the corrections field. 3O Doctorate
Allows entry into general sessions, exhibit receptions and workshops. Luncheon is not included. .
Specify Family member’s name Geographical Area
pec Y 3 Urban (pop. over 50,000)
Luncheon Ticket (July 26) $75 $75 $ O Rural (pop. under 50,000)
One luncheon ticket is included in full registration. Registration fee for family members Gender
does not include a luncheon ticket O Male O Female
APPA I\/\embership $50 $50 $ Professional Category
One year of individual membership. O New Member O Renewal 61-16-00-1000-4020 O Line Personnel 3 Attorney
O Commissioner/ O Educator/
Grand Total Enclosed $— Director/Chief ~ Researcher
61-16-00-2068-4401 O Administrator O Private Sector/
] ] ] O Consultant Corporate
Is this your first attendance at the APPA Institute? OYes ONo 03 Trainer 3 Retired
T - - - O Parole Board O Student
Please indicate the number of years worked in Community Corrections O 9orless ~ 0310-24 3 25+ years Member 0 Other
O Judge
Payment Race/Ethnicity
O Check Enclosed [ Government Purchase Order Enclosed; PO # O African American 3 Native American
Chargeto: O VISA O MasterCard O American Express g g?;l;;:iin g gstlﬁgr
Card Number: Mark all Expenses that are Reimbursed
V code: Expiration Date: g Regls;rat'lon g Trav;:l—Ground
(3 digit code located in the signature line on the back of the card immedialty following credit card number) Travel-Air Meals
. Mark Past Attendance at APPA Annual
Signature: Date: Institute
Special Assistance g HirscTime a7
. é)Please check if you require special provisions to fully participate in this Institute. Attach a written description of needs. g g:é [ 10 or more

Confirmation/Refund Polic
A full refund, less a $50 processing fee, izlavailable until July 5, 2005. No refunds are available after July 5. In order to reccive a refund, APPA Federal ID # 56-1150454

written requests must be sent to the APPA Institute, c/o The Council of State Governments, PO. Box 11910, Lexington, KY 40578-1910
or faxed to (859) 244-8001. All requests for refunds must be postmarked or faxed by July 5. @
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