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Management summary

This report shows that the FC Utrecht Inside project is perceived as enjoyable and relevant by the
participants and, according to them, contributes to their job opportunities after detention. Six proposals
are made for further development:

1. To identify the lasting impact of the project, the advice is to contact former participants a year
after completion and ask them specifically about the project's legacy on their behaviour and
working lives.

2. Consider setting up an alumni association, to stay connected to participants after detention, but
also as a way to hear how the training in the project can even better match ex-offenders' labour
market experiences.

3. Ensure more alignment between the working methods and goals of mental resilience training

and job interview training, so that even more synergy can be gained from these sessions.

4. Involve the reintegration centre staff more explicitly at the end of the project, for example, by
organising a peer review/evaluation meeting that looks back on the course of the project with
the participants.

5. Invest further in relationships with the business community so that the role-plays in job training
courses are better aligned with realistic case histories. This should include an even greater
focus on workplace norms and values as a topic. The project could also focus even more on
companies themselves; and engage in the conversation about how stigmatisation works its way
unconsciously, but systemically, into an employment environment and thus puts ex-prisoners at
a disadvantage.

6. Find a way to keep the number of participants constant during the project so that the outflow of
participants does not undermine the interactive dynamics and group formation that are
essential to the project.
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1 Introduction

The "FC Utrecht Inside" project has existed since 2023. After an initial pilot, a second implementation of
the project started in March 2024. The project is a cooperation between FC Utrecht U4U, the
Department of Correctional Institutions (DJI), the Municipality of Utrecht, and the Prison of Nieuwegein
(hereafter PI). The project focuses on supporting prisoners in their reintegration into society; in
particular in re-entering the labour market. The project includes sports activities, such as football
training and matches, which not only promote physical fitness, but also encourage teamwork and
leadership. In addition, workshops are provided that focus on enhancing skills useful in finding work and
building a new life after detention. These can range from job interview training and financial planning to
developing a mentally resilient mindset. The FC Utrecht Inside project is an example of a public value
creation project where paid football organisations (BVOSs) are increasingly engaging in addressing
social issues (Stevens & Van de Roest, 2024). USBO consultancy (Utrecht University) was asked to
conduct qualitative monitoring to see what the project's active elements are and how they contribute to

preparing project participants to re-enter the labour market after detention. This report is the elaboration
of that.

1.1 PURPOSE AND QUESTION

Scientific studies, such as the work of Western and Beckett (1999), show that detention has a negative
impact on finding work and (later) income of ex-prisoners. Qualitative studies, such as the work of
Harding (2003), argue that this is mainly due to six barriers:
= The loss of a social network that helps individuals get work;
= Adisadvantage compared to non-prisoners in terms of knowledge, recent work experience and
development opportunities (also called human capital by Harding);
= Institutional monitoring after detention which places a restriction on some work opportunities
that ex-offenders can apply for;
= Dealing with and experiencing stigma that the outside world holds towards ex-prisoners;
* Not being more familiar with the expectations and norms involved in working life;
=  Whether or not to tell employers about a detention history in job applications.

This report focuses on the perceptions of the participants, coaches, and project leaders. Specifically,
the aim of the study is to find out to what extent the participants feel prepared to enter the labour market
after detention, taking into account the above-mentioned barriers they may experience in their job
search. In doing so, there is an explicit focus on what the participants and coaches see as the main,
working elements of the "FC Utrecht Inside" project. The question associated with the above objective
is:



Prepared to go outside

"How prepared for (re)entering the labour market do participants of the FC Utrecht Inside project feel
after going through the programme, and what are the key effective elements of the intervention?"

1.2 APPROACH

This monitoring works with the "Theory of Change" evaluation methodology (Weiss, 1995, p.73).
Instead of looking at quantitative indicators, this methodology starts from stakeholders' underlying, often
implicit, assumptions about the project's active elements. These active elements form a predetermined,
logical, construct about why certain activities in the project lead to desired outcomes. By identifying
these implicit assumptions of the active elements and then qualitatively considering them with
participants and those involved in the implementation of the project, it is possible to identify why the FC
Utrecht Inside project succeeded or failed in achieving its objectives. In fact, a Theory of Change
evaluation is a comparison between the expected functioning of the project and its actual realisation
and what explains the difference between them.

The study uses project documents (such as the project plan, project planning and communication
protocol), communication about the project by those involved in the media, information obtained from
three preliminary interviews, a participatory observation at the final meeting of the project, and

interviews with 10 respondents (with project leaders, coaches, and project participants). The
participatory observation and interviews took place mainly in the Pl Nieuwegein. This was coordinated
in advance with the project leader within the PI. Interviews with participants took place in the presence
of a supervisor or guard in a closed environment. Respondents all signed an informed consent form,
which also included the option of no longer participating in the study. Conversations were recorded for
transcription purposes following written consent from respondents. These recordings were deleted after
processing. Respondents were selected in consultation with the project managers from FC Utrecht and
Pl Nieuwegein. Table 1 lists the respondents and their role in the project, as well as the duration of the
interviews and the date on which they were conducted.

Respondent number Role/task/position Interview time Date of Informed
interview consent
Project coordinator Pl 36 minutes 4 April 2024 Yes
Project coordinator FC 52 minutes 4 April 2024 Yes
Utrecht
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3 Sports coach FC Utrecht | 48 minutes 8 April 2024 Yes
4 Sports trainer PI 48 minutes 8 April 2024 Yes
5 Sports trainer PI 48 minutes 8 April 2024 Yes
6 Participant 1 22 minutes 11 April 2024 Yes
7 Participant 2 34 minutes 18 April 2024 Yes
8 Job interview trainer Pl 28 minutes 16 April 2024 Yes
9 Supervisor RIC 37 minutes 16 April 2024 Yes
10 Supervisor RIC 37 minutes 16 April 2024 Yes

Table 1: Summary of interview data.

1.3 READING GUIDE

In this report, you will successively read about the structure of the FC Utrecht Inside project, the implicit
assumptions of those involved about the functioning of the project, the perceived impact of participants,
and the implementation conditions that influence the success of the project. This is followed in the
concluding remarks by recommendations towards the continuation of the project.
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2 Construction project FC Utrecht Inside

2.1 THE NEED FOR REINTEGRATION

Involved parties attach great importance to the successful reintegration of detainees into society after
detention. The FC Utrecht Inside project is an expression of this and can be seen as an employment
guidance programme. Respondent 1 stresses that the Netherlands falls short to some extent in actually
preparing a detainee for the employment period after release. He states:

Many of the guys stuck now have never made a CV, let alone had a paid employer. And don't
forget the world, hey. | mean then, the outside world outside these walls is tough. So it's good
for them to get a good start and learn what applying for a job is. Often the guys don't know what
to do. For us [individuals who have not been detained], it is already difficult [to find work], but

especially for individuals who have been detained for years or maybe briefly, but who have
been ripped out of their own social life due to circumstances.

Reintegration of detainees is necessary because it cannot be expected just like that, after detainees are
locked up, everything will be fine with them (respondent 1). Reintegration of detainees is already being
worked on in every PI. While incarcerated, detainees can visit the reintegration centre (RIC). Upon
entry, each detainee is assigned a case manager. A personal detention and reintegration plan is drawn
up with the case manager. This contains information about the inmate's attitude and behaviour, as well
as the goals the person wants to work on during the prison sentence to return to society prepared.
These goals vary from detainee to detainee. Some of these goals focus on restoring an inmate's social
network and others focus on the individual's future career. In each RIC, detainees can take courses and
training that prepare them to return to society. Among other things, they can get their major driving
licence. In addition, detainees can work during their detention. This increases their chances of getting a

job after detention.

2.2 WHAT MAKES THE FC UTRECHT INSIDE PROJECT
UNIQUE?

The FC Utrecht Inside project is an addition to the existing reintegration possibilities of Pl Nieuwegein,
but does not fall under the coordination and responsibility of the RIC. What makes the programme

8
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unigue? The project is an intensive 12-week programme in which participants not only work on their
skills, but also introspectively reflect on their own capacities, prejudices, fears and role in the labour
market after detention. They do the latter in particular in the mental resilience training, which is carried
out by an external foundation. Furthermore, the FC Utrecht Inside programme is a so-called flagship or
prestige project in the PI (respondents 1, 2 and 7). As a result, there is a lot of one-to-one counselling,
but there are also high expectations of participants' behaviour during the programme. There is a "one-
strike-you're-out" rule, meaning that no missteps can be made during the course, otherwise the
detainee is excluded from further participation.

Also, FC Utrecht football club plays a unique role in the project. This is discussed in more detail later in
the report, but basically FC Utrecht fills a void in the reintegration chain and guidance towards work
(respondent 2). Although the PI works on the reintegration and employment guidance of detainees, this
responsibility falls away upon release, although there is also the Special Guidance Unit General (BBA)
route. The municipality or the Employee Insurance Administration Agency (UWV) does not always take
over this task immediately. Many detainees start self-employment after release, which regularly does
not require a Certificate of Good Conduct (VOG) (respondent 1). Ideally, the Pl wants a detainee to
start working for a stable employer. This is because in a stable work environment and organisation, the
detainee is more likely to build up a larger social and professional network and is less likely to relapse
than when working on a self-employed basis (respondent 1). The FC Utrecht Inside programme focuses

mainly on the last weeks of a detainee's detention. Guidance is also offered after detention, if the
detainee needs it. Moreover, FC Utrecht offers jobs for ex-prisoners. In addition, an essential part of the
project is that companies from FC Utrecht's business network are used as potential employers for the
detainees. Thus, the club provides a safety net for participants taking their first steps on the labour
market after release (respondent 2).

2.3 WHAT DOES THE FC UTRECHT INSIDE PROJECT
LOOK LIKE?

The FC Utrecht Inside project consists of three components: the Academy, the First Team and the
Transfer (see Figure 1). Some of these components, especially the Academy, are still under
construction. The second implementation of the project focused particularly on the First Team and the
Transfer of project participants. During the implementation of the second track, the Academy workroom
was opened. Hence, this report also focuses on this.

Inside

(Eerste elftal)
erkzaal

(Academie)



Prepared to go outside

Figure 1: Three phases of the FC Utrecht Inside project

The Academy

The Academy is the first phase of the FC Utrecht Inside project. The work room in the Pl is the hub of
the Academy. This room aims for participants to develop job skills and build a daily rhythm. The
workroom should transform into an environment, where participants perform work for companies from
FC Utrecht's business network. The hall bears the name of FC Utrecht. It was opened on 16 January
2024 and features life-size FC Utrecht logos by Utrecht graffiti artist Mark 'Airbrush' Beerepoot. The first
FC Utrecht partner to offer employment opportunities within the walls of PI Nieuwegein is Renewi.
Renewi is a waste collection and recycling company. One of the activities the participants will carry out
in the workshop is the labelling of medical waste drums, as well as drums and jerry cans for acids,
alkalis or lab waste. This is a weighty task that participants perform, as stickering requires great care.
After all, these are hazardous substances, with the sticker ultimately indicating whether the substance
in the vessel is toxic, a fire hazard or a danger of infection.

Figure 2: The FC Utrecht workroom at the grand opening.

The First Team and the Transfer

The First Team consists of the 12-week programme FC Utrecht Inside, which prepares participants for
a transfer to a job with an employer, possibly from FC Utrecht's business network (respondent 2). The
programme starts with 8 to 12 participants, who first have to go through a rigorous selection process.
This is what Section 3.2 discusses in more detail. The job application and employment training
programmes were developed in coordination with the RIC and employment agency USGRestart. In
addition, there are mental resilience training sessions conducted by an external foundation focusing on

10
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mental well-being. All workshops take place in the PI's education room. Weekly job training and mental
resilience training alternate. The specific workshops that participants attend are:

- Finding a job;

- Awareness;

- Preparing a CV, motivation and elevator pitch;

- Vulnerability;

- Presenting yourself;

- Discipline, routine and focus;

- The job interview;

- Resilience;

- Talking to your supervisor.

Sports activities also take place. Once or twice a week, sports coaches from FC Utrecht and the PI
engage with participants to activate them physically and mentally. During the training sessions, extra
attention is paid to mimicking roles that can be found in organisations (respondents 3, 4 and 5). By
accepting designated roles, adhering to the rules of the game and respecting the authority of referees
or trainers, it is expected that detainees develop skills that are immediately applicable in life after
release, when they seek employment in the labour market (respondent 2). For example, each
participant is the captain of the team at least once during the training sessions, which means he has to

lead other participants. At the same time, the other participants have to learn to accept the captain's
authority. Because of the participants' different personalities, this sometimes results in clashes during
training sessions, which are then discussed with the trainers (respondent 3). Moreover, it is expected
that playing sports contributes to strengthening the social bonds between the detainees during the
project and thus creates a safer discussion environment for the job application, work, and mental
resilience trainings. During the sports activities, participants will work towards a final match where they
will play against representatives of FC Utrecht business partners. This match took place on 25 April
2024 and was won by the participants of FC Utrecht Inside with a resounding 9-0 victory. The activities
of this programme were built into the PI's usual daily programme as much as possible. In the end, five
of the 12 participants during the project have since made the transfer to an employer or BBA
department (ward in prison where people are allowed to work outside the prison during the day).

11
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3 Implicit assumptions project

From the interviews, five implicit assumptions emerged that determined the construction of the FC
Utrecht Inside project. These implicit assumptions are the predetermined active elements of the project.
They show why it was expected at the drawing board that this project could be a success. This chapter
dwells on the meaning of these individual assumptions. Later in the report, we discuss the conditionality
of these working elements and whether the participants, coaches and project leaders saw other working
elements in the implementation.

3.1 FOCUS ON NECESSARY SKILLS

Assumption 1: Through a thought-out selection of activities, focused on skills necessary for
working life, participants are ready for their participation in the labour market after detention.

The core of FC Utrecht Inside is characterised by a selection of employment, job application, mental
resilience training, and sports activities aimed at successfully preparing participants to find work after
detention. The activities have already been discussed in Section 2.2. There was an explicit focus on
what participants need to enter the labour market after detention (see Figure 3). Here, the idea
prevailed that participants needed to learn three aspects:

1. Understanding the progress and preparation of job application processes;

2. getto know themselves and empower themselves;

3. Strengthen interpersonal conversation skills.

Many FC Utrecht Inside participants have never gone through an actual job application process or had
an official employer (respondent 1). Other participants have been stuck for so long that they have
essentially ‘forgotten' how applying for a job works (respondent 7). That is why the job application
training sessions explicitly focus on the different phases of the application process and presenting
yourself. This involves role plays, in which real-life situations are imitated (respondent 8). The idea
behind the role-plays is that participants can already practice for real interviews, making it easier for
them later on, because they have already experienced it in a safe environment. There are also concrete
homework assignments that help participants build a portfolio. Examples include: finding a suitable
vacancy in a job board of the RIC, performing a talent scan to gain insight into one's own abilities and
preparing a CV (respondent 8).

12
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Figure 3: Design principles structure training sessions.

The mental resilience training sessions address participants' psychological wellbeing, as well as how to

be vulnerable. During the meetings, topics such as dealing with stress, loneliness, lack of motivation,
social pressure, fear of failure or reactions to setbacks are discussed without taboo (respondent 6). The
trainers themselves lead the way in being vulnerable by sharing their own life stories and how their own
choices may or may not have turned out differently than they hoped. The external foundation's mental
resilience training normally focuses on adolescents and young adults rather than the Pl setting.
Therefore, the project translated to the PI setting. This took into account that in the Pl detainees also
play a role to survive and are not quick to show their actual emotions. For example, respondent 7
states:

Within the department, you have to play a role. | am not aggressive at all, but sometimes
you do have to be aggressive in the department. That's just part of the job and you can't
show your emotions.

This included choosing to work with working methods such as ‘crossing the line'. In this approachable
exercise, participants have to step across a line if they have experienced something mentioned by the
questioner, such as: "Who grew up without a father figure?" In this way, participants get to know each
other and see that they are not alone in any (unpleasant) experience they have gone through
(respondent 5). During the sessions, emotions are discussed in increasing depth. Participants are
expected to sincerely listen to each other and learn from each other's experiences. The trainers want
participants to accept their own vulnerability so that they can better present themselves to a new
employer and colleagues in a new social environment after detention.

13
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The job interview training and the mental resilience training also focus on prejudice and stigma that
detainees face in the labour market. This is not about how participants should react, but rather the
considerations why participants will or will not tell an employer about their detention past (respondent
8). This is an issue that is emphatic among the participant population. For example, respondent 6
states:

| wouldn't bring it up, | think, because you do come in 1-0 behind somewhere, with a prejudice
about your detention and so on. There was also a woman from the municipality of Utrecht who
came in here and said that they work with ex-prisoners. She then really tries to find employers,
who then know in advance that you are an ex-prisoner. Then they already know, then you
already come in with that. That's easier for you and for them. But if you come to a company that
doesn't know about it, yes, if you start talking about it, it's less, | think, you get prejudices
anyway. Suppose in the work area something disappears. Yes, the villain will be looked at first,
I think. So | will be looked at.

Respondent 8 indicated that, in devising trainings, no thought was given to how to make employers
aware of how they perpetuate marginalisation of detainees due to implicit prejudice in the workplace
and what they can do to prevent it.

The sports activities aim to mimic social processes in organisations, as indicated earlier in Section 2.2,
but also serve as a means of bringing participants closer together. This should lead to getting more out
of application and mental resilience training. The main thing is to also bring relaxation among the
participants in the programme. Respondent 1 summarises this as follows: "Well, look, sports, that
provides relaxation anyway. It works stress relieving, your social contacts still improve and physically
you are going to get fitter from that."

3.2 RIGOROUS SCREENING AND SELECTION OF
PARTICIPANTS

Assumption 2: The success of the intervention is determined by rigorous screening and
selection of participants prior to the programme.

The project has strict screening on the selection of participants to ensure the quality of the project. As
respondent 1 points out:

We don't let everyone in. We focus on those guys who are indeed released at short notice. In
addition, motivation is really high with us. So you have to be really motivated to participate and
really want to work on yourself in order to make different life choices in the future [after
detention].

14
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The selection process takes place during the multidisciplinary consultation (MDO) where potential
participants are first discussed, followed by extensive preliminary interviews lasting two hours per
detainee. This involves checking whether candidates are motivated to participate, both during and after
their detention. Most likely to participate are inmates who are job-seeking and sporty. Sentenced
prisoners with a residual sentence of up to six months are preferred. This way, FC Utrecht and the PI
actually invest in candidates who move on to work after the project. Participants who have yet to phase
or want to move to a BBA can also participate. The focus in selection is further on young people and
young adults, although older people are not excluded. The assumption here is that they will benefit
most from the project.

A colour system is used in the PI to indicate how good the behaviour of each detainee is. After all, every
detainee receives a basic programme of activities, but this can be extended if they show better
behaviour. The colour codes are green, orange and red; a kind of traffic light system. Detainees with a
green status in the Pl are eligible to participate in the FC Utrecht Inside project. Detainees with an
orange status are also eligible, should there not be enough enthusiasm. The assessment for this lies
with the members of the MDO at all times. Excluded from participation are detainees with a red status.
Also excluded are those with moral or notorious cases, with cases on the list Behaviour Influencing and
Freedom Restricting Measure (GVM), such as violence and sex offenders with a GVM, or detainees
with a tbs order. Since the municipality of Utrecht invests money in the project, since the second

implementation of the project it has also been desired that participants have a connection to the city of
Utrecht or are registered in the municipality of Utrecht. This is not a hard requirement, but is preferred,
as this way the municipality invests in the reintegration of its own residents.

3.3 SECURE-BASE LEADERSHIP

Assumption 3: Because trainers and supervisors act both strict but fair and establish a personal
bond with participants, the utmost growth potential is extracted from participants during the
project in preparation for their position in the labour market after detention.

The role and behaviour of the trainers and supervisors in the project are essential, according to
respondent 1. They are the links in the project and ensure that the intentions on paper are converted
into changes among the participants. Both trainers and supervisors from FC Utrecht and Pl Nieuwegein
are active in the project. Respondent 1 indicated that he has gathered all kinds of people around him
who are themselves enthusiastic about the project and know how best to deal with the target group.
Among other things, the trainers and supervisors have to come across as "real", as detainees can
easily pierce through masks. Based on the interviews, the expected mode of action of the trainers and
coaches most closely matches the principle of 'secure-base leadership'. This form of guidance requires
trainers and coaches to operate in two ways. On the one hand, they must be able to act strictly but
fairly. Respondent 4 indicates that it is important to set limits for the detainees, otherwise they will walk
all over the supervisors. Here, punishment should not be the goal, but clarity in what the frameworks
are within which the participants can act. On the other hand, it is important that trainers and supervisors
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establish an emotional connection with the participants. This means building a bond of trust where the
participants experience safety and notice that they are being looked after. This method of coaching
aims to give space for the growth that participants have to go through in the programme and to ensure
that participants experience that they are seen as fully-fledged human beings with specific wishes,
challenges and expectations rather than just as prisoners, or its identity, where they are merely seen as
someone who has broken the law and is therefore serving a sentence.

3.4 NEED FOR PARTICIPATION AND STRENGTH BRAND
FC UTRECHT

Assumption 4: FC Utrecht's involvement fills a gap in the chain approach of stakeholders in
guiding ex-offenders to work.

FC Utrecht operates out of the conviction that it wants to take responsibility in society (respondent 2). In
doing so, he looks emphatically at where the needs of his supporters lie. He is aware that there is a
wide operating field of other organisations that want to be of significance to the city of Utrecht and the
region. FC Utrecht can also use its brand and connection with its target group in a good way and reach
people who are harder to reach for the municipality, for example. FC Utrecht's involvement in the FC

Utrecht Inside project grew out of a call from its fans. For example, respondent 2 states:

We got noises from the stands that there were fans experiencing a distance from the labour
market. With that came the question of whether we as a club could help them find a job. We
developed all kinds of activities with that [such as Werkfit or Talents030] and we started building
on that.

FC Utrecht then started setting up a number of reintegration programmes.

We were getting mouthfuls of detainees at our stadium doing work, but we still wanted to get
more out of the partnership with the Pl. We then started thinking about a programme, where we
could bring the club's involvement forward, instead of stepping in when an inmate is released.
(Respondent 2)

It was explicitly examined whether there was a need for this and in what way the cooperation fits into
the chain with other parties involved in the reintegration and resocialisation of detainees. For example,
respondent 2 states:

The Pl is responsible for the participants in our project until they are released, then no more.
After that, it transfers to the municipality where the person concerned lives. Often a person lives
in a completely different municipality from the one where he is detained. In organised crime in
particular, there is a spread of detainees across the country. Municipalities do pick up their role,

16
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but before a person has contact with a person in the municipality where he lives, several weeks
have often passed. What we see is that quite a large group of ex-prisoners come into contact
with the justice system again if they are not taken care of properly or do not receive proper
counselling. Surely, the first three months after release are often essential. This is often the
period when you return to your old environment and often guidance is needed to avoid falling
back into old habits. By being in the last period of detention with the project, we from FC Utrecht
already try to prepare the participants for this period and build a bridge to the parties outside the
Pl. We also promise the youngsters that they can always knock on our doors when they have
problems and in the programme we also use a case manager who approaches those
youngsters in the first period after release with how they are doing. In this way, we try to make a
contribution in the chain in guiding them to work after detention.

Assumption 5: The FC Utrecht brand helps to link parties to the project.
FC Utrecht carries with it a certain brand power. Respondent 2 states:
You know, we can facilitate a lot or put a bit more pressure in the right place to get to the right

people, because the FC Utrecht brand appeals to a lot of people. We cannot do this alone, but
together we can work on opportunities.

FC Utrecht is actively using its brand and network to involve its business partners in the project. The
club wants to be a bridge-builder both to connect business partners with a target group they normally
forget about and to offer ex-prisoners a place to stay after they have gone through the FC Utrecht
Inside project. In doing so, the FC Utrecht brand adds value to the project and increases the
possibilities for participants to find a job outside the PI.

17
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4 Experienced impact participants

The study included extensive discussions with two participants in the project. In addition, the researcher
participated in football during the final event, where there was also an opportunity to speak with several

participants about their experiences. This chapter sets out what the perceived impact of the FC Utrecht

Inside project was for the detainees at the three different training sessions.

4.1 FOOTBALLERS AND ACTIVE JOBSEEKERS

Two different reasons can be distinguished as to why detainees participated in the project. One is a
group that clearly participated because of the football aspect. For example, respondent 6 said:

Yes, for me football. | heard football, I'm really a footballer. So then and after that, when | came
here say in conversation with colleagues from the RIC, then | really did get that there was more

than just football, you see. So yes.

This group of participants had no specific expectations at the beginning of the project. A recurring
sound among these ‘footballers’ was that someone in prison does not expect so many things; they
simply have to serve their time. However, this does not mean that these participants had no interest or
motivation for the sessions aimed at finding work. Indeed, Respondent 6 states:

| took a lot of lessons from it. For me, what | said beforehand, applying for a job has been 2008
the last time. That's a really long time back. | didn't even know how to write a CV. | did that with
them here together and yes, say, learning how to apply for a job, kind of internship interview,
what you need, motivation, attitude, responding to unexpected questions. Also about the lesser
sides of applying, like when questions come up about certain holes in your CV, and what you're
going to do with that. Are you going to lie or are you going to be honest? Or you just try not to
talk about it. That's pretty much what we started working on. And that was valuable.

Another group of participants can be characterised as 'active job seekers'. These participants were less
interested in the football aspect, but were actively lobbying beforehand for participation in the FC
Utrecht Inside project because of the opportunities it offered them for after detention. Respondent 7
explained that in the Pl detainees are helped to find work by the RIC, but that the jobs this centre
guided him towards did not match what he was aiming for: "The jobs | was offered from the PI, those
were, so to speak, not the jobs | was waiting for, like night cleaner. | don't want any of that."
Beforehand, the participant had heard "cool things" about the FC Utrecht Inside project. For instance,
he learned that FC Utrecht uses its contacts with an employment agency and the business network,
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among others, to help inmates find jobs after detention. The detainee further reasoned that FC Utrecht
works a lot with experience experts in youth projects in the neighbourhoods. This was something that
respondent 7 had been aspiring to do for some time, which is also one of the reasons why he has
already spent four years completing a degree in Psychology. Seeing the information from the FC
Utrecht Inside project, respondent 7 thought, pointing around to the PI's building, "That's my ticket out
of here. I'm not going to clean for the rest of my life. So that's why | felt it was important to get involved
and went to lobby."

Respondent 7 indicated that the setting differences between the ‘footballers’ and the 'active jobseekers'
were noticeable in the beginning, but this was no longer the case after a few weeks. This was mainly
because of early dropouts of some ‘footballers'. Thus, he said:

There were one or two guys, | think they were also the first to drop out, they really thought FC
Utrecht might scout them. Then | think: sure, sure, FC Utrecht is going to scout someone from
prison who is 26? And who then suddenly turns out to be the best footballer in the world. People
live in a dream world in here.

Later, the conversations among themselves in the group were much more about what the added value
can be for the post-detention career for the participants.

4.2 EXPERIENCED IMPACT OF FOOTBALL TRAINING

Respondent 6 said that the football training is not the thing that provides the most lessons: "Look that
football, you can or you can't do that, but you learn more from the job training and the mental resilience
training." In particular, the football training provides relaxation, makes someone feel fitter and makes
the group grow more close to each other during the course. In an informal atmosphere, or outside the
classroom, participants can be made aware of the behaviour they display among themselves. For
example, respondent 6 indicated that at the beginning of the programme, there was a lot of fuss in the
group about one specific participant. This was a participant from the Extra Care Facility (EZV)
department. The EZV department also holds people for sex offences. "These people have a negative
imprint in prison. You keep your distance from them anyway," said respondent 6. But not all people in
the EZV commit sex offences. During a job training session, a participant had made a comment about
this to the EZV participant. Afterwards, the latter stopped appearing at the training sessions: "He felt
very uncomfortable and not safe." The group was then addressed by the football coaches about the
incident and it was explained that it is not possible for sex offenders to participate in the programme.
The impact of the behaviour on the EZV participant was also discussed. The groupmates then
welcomed the participant again and expressed that they were wrong and they have no problem with his
participation. "For us, it is not a problem at all. He can participate from us as well. We have brought him
back and asked if he will even come to the mosque with us. He is starting to loosen up much more now
[halfway through the process]."
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Respondent 6 indicated that everyone loosened up and that this was mainly due to the football training.
In the beginning, there were still many "rascals" in the group, who regularly showed macho behaviour.
Nobody wanted to show weakness. This had the consequence that participants who could not play
football very well were afraid of making mistakes. "You play with fanatical footballers, who are used to a
certain level. Then in the beginning you get a lot of swearing and complaining if you play the ball wrong"
(respondent 6). The participants who could play better football than the rest were asked by the trainers
to start coaching each other more positively (respondent 7). This created a growth in the group, with

participants who were less football-technically developed daring to take much more risk in their play.

Both respondents 6 and 7 emphasised the focus on the different roles and group dynamics that the
trainers pointed out to the participants.

A new captain was chosen every training session. So you had guys who were very shy and you
had guys who liked to walk in the foreground. And each captain then really had to bring the
group along, and the rest had to follow. (respondent 6).

At the end of training, the captain should have a closing word and indicate what he thought went well
and what went less well. Here, the importance of positive coaching was also stressed (respondent 7).
For example, respondent 6 indicated:

| have been captain twice and | do not address the boys who can play good football, because
that is normal for them. | focus mainly on the boys in whom | see growth. There was one guy
who was a bit fatter and then | say 'you are getting fitter, you are doing well'.

Respondent 6 said that the football training sessions caused the group to grow closer together during
the programme. Because the group also became more open, the participants dared to share more

about their worries, backgrounds and dreams. This especially benefited the mental resilience training
sessions "...because we started to act more and more like brothers among ourselves" (respondent 7).

4.3 EXPERIENCED IMPACT OF JOB TRAINING

Respondent 6 says that the job application training courses were the most beneficial to him. He
particularly stressed the importance of the role-plays and the richness of activities in the course:

The job training courses have given me the most. How to apply for a job, how to write a CV,
how to get an interview. Yes, in the beginning | wouldn't dare anymore, because I've been out
of it for so long, still insecure you understand. How to represent yourself in such an interview?
But now through those role-plays... If you dare to do it here [in the PI], while the guys here, if
you do something wrong, you get laughed at, they start joking a bit with each other, if you
survive that here, you should be fine at a real company. Because you're not going to be
laughed at there if you make a mistake, you know?

20



Prepared to go outside

Respondent 7 indicated that the strength is in the "very practical":

We really do plays. One person is then the employer and the other is the applicant. Then we
play the whole conversation. You then actually have to knock on the door. And how do you
knock? Even we talk about that. If you bang on the door, that's not good. And how do you give
a hand? A limp hand is not good; too hard is not good either. Making eye contact, saying your
name when introducing yourself. They also went into how you sit down. See, with some in the
group, you really had to start with the basics.

In addition, respondent 7 emphasised the depth of depth in the sessions, especially on topics such as
prejudice and the choices that can be made in this as a former prisoner. More information on this can
be found in Section 3.1 under assumption 1.

Both respondents 6 and 7 are appreciative of the file they had to build and the homework assignments
for the sessions. For example, respondent 7 states:

In the beginning, it was all paperwork. You had to make a CV, look for a vacancy, and state why
you thought that was a suitable vacancy, take some personality tests. Then you do get to know

yourself. These also revealed surprising things | hadn't thought about in myself before, for
instance that | could also do something in the commercial world. Yes, | can talk, but | haven't
seen myself in that environment before. You get to know yourself so well, but you are also
prepared for what the process after the Pl will be like and how to arrive at a good choice of work.

4.4 EXPERIENCED IMPACT OF MENTAL RESILIENCE
TRAINING

Respondents 6 and 7 mainly talk about the impact of mental resilience training on showing vulnerability.
Respondent 6 is the most concrete. He states, "Yeah, I'll be honest. I'm [xx] years old now and | think |
only really learned to speak about my emotions through the training. | wouldn't normally have a
conversation like that with someone," he says pointing to the researcher and continues:

| am pretty much on my own. This year | only learnt to be vulnerable because you grow up in an
environment where showing your emotions doesn't exist. You just have to be tough. You get
that from home from your father. If you cry, that's not allowed. | have always talked with a mask,
but the resilience training took some pressure off my shoulders. | have always been an inside
man, keeping everything to myself, but if you can share your heart with someone, that is nice
and important for life outside.

It is helpful that the trainers are at the forefront of sharing their emotions. It is also noticeable that the
trainers have gone through a similar life trajectory as the participants. For example, respondent 7
states:
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The trainers' stories were recognisable. Trainer [X] had made a video showing his connection
with Utrecht. He came from neighbourhood [X]. | grew up there too. He said that, despite
becoming a professional footballer, he also has many friends who have made choices that lead
to a completely different life. He is aware of the chances that were there that he would also end
up on a different path. They also talk a lot about their own obstacles. For example, both trainers
grew up without a father. | think in here [in the PI] with 99 per cent of the detainees this is also
the case. The trainers indicated that at one point they made a very conscious choice not to go
into crime with their friends. So they can empathise with us. They also understand you, to a
certain extent. They do say that they have never been stuck, but they know that preliminary
process, because of the obstacles.

This openness and recognition "also made participants talk more," said respondent 7. The importance
of vulnerability is not the only thing participants stressed what they learned. For instance, respondent 6
indicated that the importance of routine and discipline was also discussed. Especially in the PI, "...you
can lose your routine and lose your rhythm". Respondent 7 indicates that the resilience training helps
them cope with ups-and-downs that they are sure to encounter outside the PI.

4.5 ULTIMATELY, HOW PREPARED DO PARTICIPANTS
FEEL FOR RE-ENTERING THE LABOUR MARKET?

How prepared participants ultimately feel for re-entering the labour market is difficult to determine
because of the timing of the interviews. Preferably, this poll should take place a year after release. The
two participants spoken to do know exactly what they want to do after detention and how they want to
go about it. For instance, respondent 6 states:

Yes, | am currently still learning the theory of my truck driving licence. So | want to eventually
have a truck and work at a company. Initially | wanted to do something with social work, but
then | ended up here [in prison]. So that's not going to be it. During the trainings, | very
consciously looked at what is possible with my background and how the services relate to my
social life and how it fits with my family situation. | also wrote an application letter to a possible
company during the trainings, for example.

Respondent 7 said that he has been studying psychology for ages and later wants to work as an
experience specialist. He has discussed this with representatives of the municipality and FC Utrecht on
several occasions. He hopes this will lead to something, but it will not be easy, due to the lack of a VOG
(certificate of good conduct): "With a VOG, it will be difficult, but after four years of good behaviour after
detention, there are possibilities."

Whether this feeling of "being prepared” (respondent 7) or "being ready" (respondent 6) also applies to
other participants is difficult to determine. In brief one-to-one conversations during the participatory
observation at the closing event, some participants indicated that they do have plans, but that these
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also depend on how eager companies are to hire them and how their social lives develop outside the
detention environment. A recurring problem experienced by participants was that, despite there being
an end date of detention in the system, in practice this can still mean waiting several months before
being allowed to ‘really go outside'. This makes it impossible to know exactly when to start working on
rebuilding life outside the PI walls.
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5 Conditionality in execution

Earlier in this report, we considered five implicit assumptions that determined the construction of the FC
Utrecht Inside project. These implicit assumptions are the predetermined working elements of the
project. They show why it was expected at the drawing board that this project could be a success. This
chapter considers the actual relevance of these individual implicit assumptions and discusses the
conditionality of these active elements. The chapter talks about 'flourishing points' and ‘growing points'.
Flourishing points are things that are already going well and thus empower the active element. Growing
points are things that can be tackled to get more out of the active element.

5.1 TRAININGS AND ACTIVITIES

Section 2.2 has already discussed the various training sessions and activities of the FC Utrecht Inside
project. Next, the implicit assumptions were discussed in Section 3.1 and the participants' experiences
in Section 4. Five conditions for the success of these working forms for the participant population
emerge from the study. The first three conditions are flourishing points and the last two are growth
points, which are discussed successively:

flourishing point: RIC staff as flying goalkeepers;

flourishing point: project coordinator providing space in the PI;

flourishing point: adapting language to the participant population;

growing point: more alignment between activities;

a kD

growing point: involving business in lessons.

Staff reintegration centre as flying goalkeepers

Although the RIC had no formal role in the FC Utrecht Inside project, two staff members played a vital
role. They were the "flying keepers" (respondent 9) of the programme. They supported the trainers
where necessary (respondent 8) and, especially in the beginning, they had a major task in building a
portfolio per participant, which the trainers could work with further, especially in the job training
sessions. Thus, respondent 10 recounts:

Yes, in the beginning, a phase you then have the MDO [multidisciplinary consultation]. We were
also present there and then the managers pre-discuss: who can join? And when the guys were
complete, then the ball was back in our court. The tasks for us were all-encompassing and
there was a lot of time pressure. We had three full days.

Respondent 9 adds:
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In fact, we did an intake with all these guys, so that's explaining a little bit about what the project
actually entailed and explaining the conditions they had to abide by and what happens if they
do blow or do fight, for example, what kind of feeling that gives. We then drew up a CV with
them. That was in advance of the job training. We also took a good look at whether the boys
were really motivated and whether there were issues going on that were not yet known to us.
Later, we also did hand-and-hands, such as arranging a talent scan or that the boys could look
up a vacancy at the RIC.

From the participatory observation, as well as the contact during the interviews, it was noticed that the
two RIC staff make contact with the detainees easily. This is possibly due to their age. Indeed, they are
closer to the detainees in terms of age than some project coordinators and trainers. It is more likely that
this is mainly due to their pedagogical skills that they learned at their studies and during their
internships. Another factor is that they work at the RIC but are not involved in the FC Utrecht Inside
project from that role, and are therefore a linchpin in the PI's network in the reintegration of detainees.
Respondent 10 confirms this picture:

We were actually always asked to step in because we make contact with detainees very easily,
yes. So it was most easy to do these tasks through us. We quickly picked up on that and got it

done that way.

The two staff members see an even bigger role for themselves in the programme. In the beginning, they
put a lot of time into the participants and also build a bond of trust. As a result, they get to know each
participant personally and the participant also feels familiar with them as ‘faces' of the project. However,
after the start, their involvement becomes minimal. As a result, there is a fear that they lose connection
with the detainees and this causes some discomfort, as respondent 10 aptly points out, "In the
beginning, we talk to the participants very intensively and ask them very personal things and then we
disappear. Then a participant can also think: yes, | won't do that again." The two staff think it would be
nicer for their successors (the new project staff of the RIC) in the FC Utrecht Inside project to have
another role later in the process, for example in an intervision role with the detainees or in an evaluation
role, looking back on the process with the participants.

Project coordinator providing space in correctional facility

The FC Utrecht Inside project hinges on the rigidity and flexibility of what is possible in the PI. It
regularly happens that, for example, football training sessions are cancelled because the alarm in the PI
goes off and, as a result, everyone has to return to their cells. As a result, the trainer is also stuck in the
P1 until the alarm situation passes (respondents 3 and 5). Respondent 1 indicates that the project is
also a bit of out-of-the-box thinking. It is a way of preparing inmates for working life after detention in a
different way; at least different from what they usually do in the PI. This starts with many trainers or
others from outside the PI joining the project. This means that the PI's project coordinator must play a
crucial role to ensure that the activities of the FC Utrecht Inside project fit in with the usual processes
and procedures in the Pl (respondent 1). In addition, getting internal support is also important.
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Therefore, the initial programming of the project was a pilot project. This allowed to see if this project
would work in structures of the Pl (respondents 1 and 2). The project coordinator does not interfere with
the content of the trainings. He deliberately chose to "gather good people around him" (respondent 1).
He mainly facilitates and creates opportunities internally. In this way, he wants to maintain a distance
from the detainees and offer them a safe (discussion) environment: "l want to prevent that, when |, as a
manager, am at the sessions, the participants think again: there he is again from the judiciary."

Adapting language and experiences of participant population
Respondent 8 indicated that it is very important to know the background for each participant, especially
for the job training. This makes it essential that a lot of time is invested in the intake:

Surely you want to know very well what each person did before this: how did you get your
income? Because of this, you find out that some guys have no work experience at all or did
other things besides that which brought in black money or criminal money, so you know that
they have no knowledge about the job market or that it is a very new introduction for them. This
information allows me to adapt my trainings and make them fit the participants' perceptions.
(respondent 8)

The participant group includes a large group of mildly mentally handicapped people with an intelligence
quotient of around 80, according to respondent 8. As a result, she knows she has to adapt lessons to
the special education level. This means explaining things very clearly: "If you come with too much
information, they get completely overwhelmed. This does not apply to everyone. There are very big
differences in the group, up to the level of someone taking a university course from the PI" (respondent
8). Respondent 9 confirms this picture and indicates that the trainers are all aware of this:

Look, you have guys who, yes, who are mildly disabled. If you start explaining half an hour
there, the first three minutes come in and then not the twenty-seven minutes after that. Those
are never going to come in again. So you have to explain very briefly and yes, you know then,
yes, you are going to explain very briefly, we all know that here. With some boys, who have a
bit higher 1Q, with them you can easily talk for three quarters of an hour full, because that will
come in as what you say anyway. But for boys who don't have that, we thought carefully
beforehand about how to approach this properly. And then we keep the box a little shorter.

Training sessions should also make adjustments to the 'negative sentiment' going on in the PI, or the
wider prison regime. This is particularly reflected in the preparation of the CV and the attribution of good
skills. In other words, Respondents 9 and 10 both indicate that in the PI, participants are confronted
daily with the sentence they are serving. This is not a pronounced sentiment, but a daily reality. This
makes it difficult for most participants to come up with good traits and skills. The coaches who help
them prepare the CV do not want to take over the task of self-reflection from the participants. On this,
respondent 10 says:
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We really had to adjust our conversational manner, to get the boys to reflect positively about
themselves. So then we would ask how their mothers or partners would speak about them. That
was hard work for us, because positive traits came out only sparsely from the boys themselves.

Need to align activities and involve businesses

The interviews also revealed two growth points that could be further explored in the trainings and
activities: coordination between the different trainings and involving the business community in the
lessons. Respondent 8 indicated that it would be relevant to have even more coordination between the
different trainings: "There is actually not any at the moment." During the job application training
sessions, the trainer did notice that participants talk about life lessons they learned in the mental
resilience training sessions, among others. Respondent 8 indicated:

Then participants talk about having done something with awareness or routine, but then in the
lesson, from what | get back, it stays a bit on the surface. | then notice that the participants found
it very valuable, but | don't get a sense of what exactly was covered. It helps, | think, that we can
get more cross-pollination out of the individual training sessions by also talking through with each
other carefully what we want to cover.

Another relevant element that could be looked at further is involving the business community even

more. Currently, participants in the job training courses mostly work with role plays. Respondent 8
states: "In the workplace, it's different anyway." An essential theme that companies can add is the
aspect of "norms and values in the workplace", according to respondent 8:

It would be interesting if companies also come into the Pl and we can discuss a case study with
them, so that participants also learn: what is really expected of me as an employee once | have a
job? So it would be more about keeping your job and learning to understand the culture. A case
study could be about conflict in the work group or building sustainable contact with employees.
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5.2 RIGOROUS SCREENING

The strict screening requirements for participation have already been discussed in Section 3.2. The
group of participants was highly motivated. Nevertheless, there were also two dropouts during the
pathway due to disciplinary violations. Five other participants flowed out to a job or BBA pathway in the
interim. This meant that at the end of the trajectory, about the last four weeks, a small group of
participants remained, which had consequences, especially for the game formats during the football
training sessions. At the same time, this is a success indicator for the project. For example, respondent
9 states: "Even though you are left with a small group, you can say that more than 40 per cent were
guided to a job. That is also ultimately the whole purpose of the project.” For this active element, two
flourishing points and one growth point can be discerned from the interviews.

Flourising point: discuss expectations and sign contract
After selection, expectations and conditions are explicitly discussed with participants at intake.
Respondent 9 narrates:

At the start of the programme, participants also sign a contract, which also states how they are
supposed to behave. At the first kick-off meeting, this is a formal signing moment, just as if they
were signing a contract with FC Utrecht.

To avoid surprising the participants at this festive moment, the two RIC staff had taken the participants
through step by step what is described in the contract two weeks in advance. Respondent 10 clarifies:

The moment misunderstanding arises among the boys or something is not clear, their bucket
may overflow and their little bomb may explode. And so this often comes from lack of
understanding and not properly understanding what is said or meant, for instance what is in
such a contract. So that's why we deliberately chose to read that through with them some time
in advance. And that they could ask questions, so that we didn't have to explain at the formal
signing moment what something means.

By discussing expectations in such depth beforehand, the conditions and expectations gained more
meaning among the participants. Combined with the official signing moment, participants also felt a
responsibility to make an extra effort as representatives of FC Utrecht in the PI. Thus, respondent 7
indicated:

The opening was really a show. They had also brought backgrounds of FC Utrecht. We really
had to sign a contract. A picture was also taken of you. Then you could really say to people: |
have signed with FC Utrecht. And then you very gently said Inside very quickly afterwards,
because that was the name of the project. We were given the same FC Utrecht shirts, so after
that speech and signing the contract you also feel you have to do your best, because they put
so much time and energy in us.
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Flourishing point: addressing unacceptable behaviour and immediate consequences

There are actually consequences to 'breaking the contract' as well. It is not a symbolic act. Violating
participants are addressed for inadmissible behaviour and then experience the direct consequences in
the form of denial of further participation. In this way, the project remains a 'prestige project' in the Pl
and also sends a signal to current and future participants (respondent 2). Respondent 10 narrates:

If any boys drop out, we actively talk to them a little bit more about what they themselves think
about their behaviour and to hear why they did something. You know, we invested so much
time in those boys, during intake, and helped them with their portfolio, and then someone starts
blowing, for example. Then we also want to make it clear what we think about that, because
that's what they eventually learn from outside here [the PI].

Respondent 9 gave the example of a participant who dropped out after week four, having to go to
isolation:

He returned to our office two weeks later. | was sitting at the counter. He came in already
smiling a little, but with embarrassment. You could see he knew he had made mistakes. When |
saw him, he actually said right away, 'l don't know what to say, | shouldn't have done it." |
entered into the conversation with him by asking, 'What was going through your mind?' It ended

up being a shame, because this boy was very enthusiastic in the beginning and wanted to
participate so much.

The participants ultimately know what the risk is of trespassing. The participant in question was
pardoned to some extent because he was still allowed to attend the final training sessions (respondent
10). This shows that the project does not only look at punishment, but also, where possible, at a
learning curve the participant can go through.

Growing point: group too small at end of track

A shortcoming of the project is the limited number of participants at the end. Especially in the football
training sessions, this led to problems (respondent 4). Respondents 6 and 7 both indicated that at the
end, the dynamics in the group were different. Group size is an area for improvement that six
respondents mentioned in the interviews. At the same time, they are also unsure of the right solution for
this. For instance, respondent 9 indicated that group growth and trust in each other is important to
ensure a safe discussion environment. As a result, no one new can join just like that. Respondent 10
states that a "positive outflow" is desired in the project; after all, that is the goal. Since this
implementation of the project, the selection focuses on detainees from the Utrecht area. Despite this
being an additional selection criterion, respondents 1, 2, 6, 9 and 10 indicate that this is "logical" and
has not resulted in a limited pool of participants from which to fish. For instance, respondent 1 indicates
that "through word of mouth, there [is] great interest among boys in the Pl and in fact a waiting list
exists". Respondent 10 also explains that "it [is] logical if there is so much concern for boys in the Pl in
the Utrecht area, that we then also invest in Utrecht boys, because it [is] easier to make connections
with local partners from the Pl. He continues: "If after a course in this project a boy flies out to the other
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side of the country, we also know less whether the project [FC Utrecht Inside] has really been of value.
According to respondent 8, having too large a group of participants in order to keep enough people at
the end of the trajectory is also not desirable, as it can be at the expense of the interactive dynamics in
the work sessions. It does mean that this needs to be looked at carefully again by the project
coordinators.

5.3 SECURE-BASED LEADERSHIP

During the participatory observation and visits to the PI for the interviews, it was noticed that the
detainees were on good terms with the coaches and staff. There was a form of ‘camaraderie’, which is
different from outside the walls of the PI. This may be because anything from outside, such as a mobile
phone, has to be left behind in a locker at the entrance hall. This applies to both visitors and staff. As a
result, the Pl is a 'private village', where inmates and working staff jointly determine the atmosphere and
dynamics within the walls. In the interviews, participants praised the coaches in various ways, but it was
also noticeable that each person involved knew the detainees on a personal level and actually cared
about their development. This was evidenced, among other things, in an answer by respondent 9 about
a participant's personal situation:

One participant who has accrued one-and-a-half years of leave from work, who told his children
he had to go abroad for work, but then reported to the PI. His children still really think he is

abroad.

Most coaches and trainers have an attitude of 'firm but fair' towards participants; an attitude that best
corresponds to the concept of secure-based leadership (Kohlrieser, Goldsworthy, & Coombe, 2012). In
the interviews and in the observations, we tried to find out exactly how this is expressed in the PI. In the
process, a dozen behaviours emerged that contribute at the micro level to the interactions between
trainers, coaches and participants. This in itself can be seen as a flourish of the project. The ten
behaviours are:

1. creating good group dynamics by putting a lot of positive energy and spirit into the work
sessions and training sessions;

2. actas a 'trainer+', from whom participants not only learn something, but who also tries to
provide a listening ear and support when things are not going well for the detainee;

3. actively approaching participants by greeting and addressing them with questions;

4. encourage participants to reflect on where they get their conceptions and visions from and what
they carry with them in their outlook on (working) life outside the PI;

5. Being there unconditionally for the participants, even outside training and work sessions;

6. thinking in advance about how the working sessions might affect participants and thus being
careful not to be too confrontational when dealing with sensitive issues;

7. show one's own vulnerability and experiences. Without leading in showing vulnerability
yourself, it is impossible to require participants to do the same;

8. helping participants in their development, but not taking over cases;

9. set frameworks and punish warmly, or in other words that trainers let participants know that
there are consequences in not keeping agreements or the way they behave rashly, and when
they realise this, the trainer also allows them to continue with the tasks in the project without
feeling guilty;
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10. providing perspective and thus allowing participants to see and experience where they are
heading in the sessions in the FC Utrecht Inside project.

It is difficult to ascertain exactly how the 10 behaviours contribute to the development of the participants
in the project and at what point these behaviours are applied. According to respondent 1, "[most people
within the PI] behave in such a way towards the detainees". What is noticeable, however, is that many
respondents indicated that the trainer should also not expose too much of himself in the PI, also to
protect his own private from possible criminal influences from outside the PI (respondent 5). The
conversation about these ten forms of expression can be of value when new persons become part of
the FC Utrecht Inside project, so that they learn what is expected of them when interacting with the
participants.

5.4 NEED FOR PARTICIPATION AND POWER BRAND FC
UTRECHT

Based on the interviews, it is difficult to determine whether FC Utrecht actually fills a gap in the
reintegration chain and whether the participation of the football club has improved coordination between
external parties, such as the PI, DJI and the municipality. Respondents 1 and 2 especially emphasise
the connecting role the club plays in linking companies and foundations to the project. For instance, the
external foundation focusing on mental wellbeing was set up by former FC Utrecht players. In addition,
Renewi, as the first company for the workshop, also comes from the club's business network. FC

Utrecht has already worked closely with USGRestart in previous projects. It also has a role in the FC
Utrecht Inside project in monitoring and supporting the participants. The FC Utrecht brand also makes
the external companies want to be part of the 'FC Utrecht family'. During the project's closing meeting,
where the participants played against representatives of business club members, some representatives
indicated that they like to be part of the club's social ambitions, that "when the club calls, [you] always
[answer]", and that "FC Utrecht is able to liquefy rigid structures and quickly set things in motion and
start new collaborations.” The FC Utrecht brand thus has an external, connecting value, which is a
flourish point of the project.

Another flourish point is the internal knock-on effect of FC Utrecht's brand power on participants'
behaviour. Participants point to an internal value of the brand on their own commitment to get
everything out of the FC Utrecht Inside project. Both respondents 6 and 7 stress that from the start,
there was a lot of confidence among participants about FC Utrecht's intentions. This was because at
the kick-off meeting, a "senior director" of FC Utrecht had indicated that his club is always open to ex-
prisoners. A promise was even made that if participants need help upon returning to society, they can
always turn to the club for help. Respondent 6 indicated:

Normally we are 0-1 behind. You don't easily start talking about your background in prison. At

FC Utrecht we don't have to do that and it feels good when they say they don't only look after
us in the project, but also outside it. | will definitely hold them to their promise.
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At the same time, it was emphasised that the participants were ambassadors for the club. During the
project, participants wore FC Utrecht shirts. They paid a fee to use these and also had to treat these
clothes well. Respondent 7 felt the responsibility that participation in the project entailed, especially
because the participants did not want to "disappoint" FC Utrecht and the PI, but also because they
realised that they were a select club in the Pl and there were plenty of other detainees who had shown
interest in participating in the project.
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6 Final review

Last year, Pl Nieuwegein, in cooperation with DJI, the Utrecht municipality and FC Utrecht, set up the
FC Utrecht Inside project to prepare a select group of detainees for their working life after detention.
The functioning and impact of this project was examined in more detail in this report. Previous research
by Western and Beckett (1999), among others, showed that detention has a negative impact on finding
work and (later) income of ex-prisoners. Therefore, it is important to prepare inmates during detention
for their life outside prison walls. Harding (2003) stated that when finding a job, ex-prisoners experience
six barriers:

= The loss of a social network that helps individuals get work;

= A disadvantage compared to non-prisoners in terms of knowledge, recent work experience and
development opportunities (also called human capital by Harding);

= |nstitutional monitoring after detention which puts a restriction on some work opportunities that

ex-offenders can apply for;
= Dealing with and experiencing stigma that the outside world holds towards ex-prisoners;
= Not being more familiar with the expectations and norms involved in working life;
=  Whether or not to tell employers about a detention history in job applications.

In this light, it is positive to see that the FC Utrecht Inside project specifically tackles four of these
barriers with participants; namely stigma, detention history in relation to employers, human capital, and
expectations and norms in applying for a job and continuing working life. However, less attention is paid
to the loss of social networks, which are often crucial in finding work. The project could focus more on
ex-prisoners building and maintaining their own network, so that they can benefit from contacts in their
immediate environment for their current and future career opportunities on a long-term basis. In
addition, there is little focus on the risk of relapse into old, negative social networks that previously had
a detrimental impact on important life choices of participants. The project also pays little attention to the
impact of institutional control on the jobs for which ex-offenders can apply. Only the impact of a VOG on
getting a job is highlighted. However, FC Utrecht does use its business network to help participants find
jobs, explicitly offering support to participants after their detention.

Measuring lasting impact and setting up alumni group

Based on the outcomes of the study, it is difficult to determine the lasting impact of the project on the
participants' behaviour and opportunities in the labour market and the workplace. Interviews with two
participants do show that, as a result of their participation, they know exactly what they want to do after
detention and how they will go about it. However, to map out the legacy of the project, I first recommend
contacting former participants a year after release and asking specifically about the personal impact of
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the project on their working lives. It is important to do this in a personal way; after all, this is also the
character of the FC Utrecht Inside project. Project coordinators can even consider setting up an FC
Utrecht Inside alumni group in order to maintain the connection with the participants and make the
project valuable not only during detention but also afterwards. An alumni group could, for example,
meet once a year to share experiences on joining the labour market, or come up with new topics to
enrich the project's programme.

Clear working theory, four focal points

Itis clear from the Theory-of-Change evaluation that the project coordinators of the FC Utrecht Inside
project have a clear working theory on how the project can be meaningful to participants; and that it
works well in practice. The training sessions closely match the skills participants need in the labour
market after detention. The coaches know how to promote growth in a personal way and guide
participants to think consciously about their responsibilities. This enables participants to actively work
from their vulnerability to build a new life in the labour market after detention. This is also recognised by
participants. There are, however, four measures to be taken to get even more out of the project:

1. Inthis way, there can be more coordination between the different training courses on goals and
working methods. Especially between the mental resilience training and job application training.
In this way, the trainings are less separate and the trainers and coaches can build more on

what has been discussed in other sessions.

2. The RIC supervisors play a crucial role in the course of the project. They themselves indicated
that they struggle with the fact that at the beginning of the project they have a clear role to play,
while at the end this is no longer the case. This can put pressure on the working relationship
with participants. Consideration could be given to setting up another intervision/evaluation
meeting at the end of the project, where the RIC staff doing the intake interviews look back on
the process with the group.

3. More thought could be given to involving the business community. The role-plays are effective,
but the question is whether this actually mimics the situations about norms and values in the
workplace properly. The focus is now also very much on how the participants (as ex-prisoners)
have to adapt themselves to the work environment, while the project could also teach FC
Utrecht's business partners about how stigmatisation unconsciously, but systemically, works its
way into a work environment and thus puts ex-prisoners at a disadvantage. As a result, the
responsibility for creating an open work environment does not lie solely with the ex-prisoner, but
becomes a spread responsibility on the work floor.

4. As the project progresses, there is also a growing likelihood that the number of participants,
due to violations in the PI or outflow to a job or a BBA track, will decrease. This affects the
dynamics in the training sessions, especially the football training sessions. The various
respondents stress that it is desirable to look into this further but also do not know what the best
solution is. Hence only the advice to look for a way to keep the number of participants constant
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during the project, so that the outflow of participants does not undermine the interactive
dynamics and group formation, which are essential for the project.

Role of FC Utrecht

It is positive that FC Utrecht actively engages with detainees and plays an important social role with the
FC Utrecht Inside project. The report shows that the club recognises and effectively fulfils the scope of
its linking role between different parties. The club is aware of the linking function it can play in the chain
around reintegrating ex-prisoners into the labour market. The FC Utrecht brand creates a family feeling,
making business partners and other involved organisations more willing to work together with the target
group of ex-prisoners. This increases the likelihood that companies will be more open to hiring an
individual with a detention history in the future. However, the actual effect of this remains to be seen
from further monitoring of the project. Moreover, the visible presence of trainers and club
representatives ensures that participants in the Pl feel supported by a large organisation outside the PI;
which strengthens their motivation to actively participate in the training and coaching and gives them
the idea that they are not alone outside the prison doors. In doing so, FC Utrecht shows that its
participation in the FC Utrecht Inside project leads to an increased social impact.
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Annex 1: interview guides

Below you will find the interview guides of the project leaders, the coaches, and the participants,

respectively.

PROJECT LEADERS

© © N O~ DR

=
o

11.

12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.

How is the FC Utrecht Inside project set up?

Why did you start the FC Utrecht Inside project?

What gap did the project fill in the chain of parties in guiding ex-offenders to work?
What is FC Utrecht's added value to the project?

Why did the PI partner with FC Utrecht?

What kind of participants are taking part in the project? And how many?

How are participants selected?

How are participants screened?
Why is this "rigorous" screening necessary?

. What expectations do you have about the personal growth participants experience in the

project?

How, in your opinion, does the FC Utrecht brand affect participants' willingness to participate in
the project?

How does this involvement of participants differ from other reintegration projects within the P1?
How did you come up with the forms of work and activities in the project?

What conscious choices underlie these forms of work and activities?

Who determined these forms of work and activities?

What do you expect from the coaches in the project?

What is the difference between an FC Utrecht coach and a Pl coach?

How would you describe the generic coaching style?

Why are business club members involved in the project?

What did their participation yield?

For you, what are the best moments you can remember from the project?

What did the project achieve?

What areas of improvement do you see for the project?
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COACHES

n

15.

16.
17.
18.
19.
20.
21.
22.
23.
24.

. How do you deal with these individual challenges?

Since when have you been involved in the FC Utrecht Inside project?

Are you also involved in other projects within the PI? If so, how are these projects different from
each other?

What is the difference between FC Utrecht coaches and coaches within the PI?

How do you describe your role as a coach in the project?

What activities are you involved in with the FC Utrecht Inside project?

How did you arrive at the activities?

How do coaches coordinate with each other in the FC Utrecht Inside project?

What kind of participants take part in the FC Utrecht Inside project?

What is their life like inside the PI?

. How do you connect with participants in the project?

. How do the participants differ from each other?

. What do these different personalities mean for your coaching style?

. What challenges do you face in working with participants in the project?

Conflict between detainees;
Creating clear frameworks;

Building warm bonds;
Offering perspective;

® 2 0 T o

Encouraging growth in detainees;
f.  Work on skills needed for work?
During the activities, what do participants share about finding work after detention? Or life after
detention?
How exactly do you prepare participants for this?
What do you think is the strength of the FC Utrecht project?
What effects do you see from the activities in participants after 12 weeks?
How is the coordination with the municipality?
What did you yourself learn from the project? Did it change your view of your work?
What is currently missing from the project in guiding participants?
What is not working in the FC Utrecht Inside project?
What do you need from FC Utrecht and the PI to offer this to the participants anyway?
What recommendations/improvements do you see for the continuation of the project?
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PARTICIPANTS

L e o e

10.
11.
12.
13.
14.
15.
16.
17.
18.
19.

How did you find out about the FC Utrecht Inside project?
Why did you decide to join?
Are you involved in any other projects in the PI?
What were your expectations at the beginning of the project?
To what extent have these expectations been met?
How do you view the different parts of the project?
a. Sports activities focused on physical fitness, teamwork, and leadership;
b. Workshops and skills training?
How do you view finding a job outside the PI?
What challenges do you face in doing so?
a. Getting a VOG
b. Stigmas/images prevalent among potential clients
c. Network of friends and acquaintances to find a job
d. Knowledge needed on the job?
e. Other?
Has the FC Utrecht Inside project helped you with these challenges?
What did participating in the project get you?

How did you find collaboration with other participants in the project?

What do you talk to each other about regarding life after detention?

How was your relationship with the coaches?

What did you like about the way the coaches dealt with you? What did you not like?
How would you describe the method of coaching?

What did you think of the final match against members of the FC Utrecht business club?
How does the involvement of business members help you?

What is the value of FC Utrecht in the project? Did that do anything to your participation?
What would you keep/what would you do differently in the project?
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