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STATEr1ENT OF THE PROBLEf1 

The average crime rates for the impact offenses of 

burglary, robbery, ~ggravated assault, and rape are increas

ing across the nation. Denver is no exception. The rate at 

which burglaries o~cur in Denver has increased 152% in the 

five-year ~eriod from 1966 to 1971, more than twice the 

national rate for that time period. l Perhaps the most dis

couraging aspect of burglary is that 73%.of all burglars 

arrested in Denver are recidivists, people who have already 

experienced both the punishment and the rehabilitation 

offered by the correctional system. 

Robberies present an equal problem for Denver citizens. 

In the five-year period between 1966 an6 1971, the incidence 

of robbery increased by 210% in Denver, as opposed to 145% 

in the nation. Of the 184 prisoners from Denver in the 

Colorado State Penitentiary, who \\Iere serving sentences for 

robbery in July, 1973, 36% were recidivists. 2 

The statistics on aggravated assault are no more 

encouraging. The crime rate for aggravated assault in 

Denver rose 184r between the year! 1966 and 1971. 

The national increase was 57%. Seventy-one percent of all 

persons arrested for assault in Denver in 1971 were recidi

vists. 3 

Denver's r~te of increased incidence of forcible rape 

was also far above the national average. Nationally, during 

the period from 1966 to 1971, rape increased by 64% \\Ihile 

Denver1s incidence increased by 168%. A survey of prisoners 

f r.o m Den ve rat the S tat e Pen i ten t i a r yin J u 1 y, 1 9 7 3, s howe d 

42% of those serving sentences for rape had records of prior 

arrests or convictions for rape or violent sexual assault. 4 

A most alarming statistic related to crime in Denver is 
, 

the percentage of felonies committed by repeaters. In the 

metropolitan Denver area, there are presently over 1,000 

former felons on ·parole. 5 Some 1,800 are on District Court 

Adult probation. 6 An estimated 12,000-16,000 prior felons 

have been discharged from the criminal justice system who 

nO\\l resid~ in·the Denver area. 7 Each can add to the statis

tics of felony recidivism and directly influence Denver's 

incidence of robbery, rape, assault an~ burglary. 

There are a number of obvious reasons why serious 

attempts to reduce rates of recidivism should be enacted. 

Crime is expensive in terms of damaged lives, property loss, 

high costs of incarceration, and community deterioration. 

Perhaps the most compelling "justification hO\\lever, is that 

reducing rates of recidivism is possible, i.e., the costs of 

crime due to repeaters can be substantially reduced. A 
~ 

recent publication of the Chamber of Commerce of the United 

States,8 repr inted by the American Correctional Association, 

states: 

Most authorities agree that the lack of meaninqful 
employment opportunities has been a major contributing 
cause to the rising crime rate and the high rate of 
recidivism, and in turn, to the increasin9 cost of crime. 

!" 



3. 

It continued, II when ex-offenders are placed in appropriate 

jobs, their rate of recidivism is two or three times less 

than that of ex-offenders who do not receive jrib assistance." 

This statement is borne out by the success of ex-offender 

employment programs. Project Exit, an LEAA-funded ex-offender 
. 

employment agency .in r~aine, reports only 9% of itsc1ients 

have exper'ienced new legal difficulties since en~ollment in 

the project. Proj~ct Excel, another such program, reports 

only 6.3%.9 

The following pages describe the development of Employ

Ex, an agency designed to ease the ex-offender's transition 

to community life. A brief history documenting why and how 

Employ-Ex was created includes a des.cr,·pt,·on of 1 agency goa s, 

objectives, and organization. This is followed by a quantita-

tive analysis of agency effectiveness relative to stated 

objectives, a narrative describing organizational problems 

and adaptations experienced during the first year of operation, 

and sections indicating major problems and accomplishments. 

A general overview of the total situation and prospects for 

future functioning provide closing remarks. 

, i 
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EMPLOY-EX--A PROGRAM TO REDUCE RECIDIVISM 

Employ-Ex was conceived by a former inmate of.the 

Colorado State Penitentiary. Witness for a n~mber of years 

to the inadequacy of job and social alternatives for ex

offenders released to their communities, and sharing a 

personal stake in the future of ex-offenders, Bruce Boggess 

condensed his observations and experiences into a mechanism 

with which to provide economic and social opportunities for 

ex-offenders. 

A Rocky r,1ountain News article about IIImpact Cities" 

in 1972 gave the plan a new perspective and, upon 'his 

release i~ February of that year, Mr. Boggess embarked on 

data-gathering activities involving numerous trips to Color

ado penal institut~ons and conferences with a great many 

corrections personnel, including then-Administrative Division 

Chief Arthur Dill of the Denver Police Department. 

Supported by Dill, Boggess approached the Impact Neigh

borhoods and Corrections Task Forces and began, with their 

support, to draft a preliminary proposal. 

In May, Minoru Yasui, Executive Director of the Commis

sion on Community Relations (CCR) expressed an interest in 

the proposal which resulted in the naming of CCR as the 

official government sponsor of the pr~ject; and the provi

sion of office space, secretarial and duplicating services 

for the production of the many proposal drafts and revisions 

that ensued (six complete drafts were developed in all), 
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prior to presentation of the final proposal. Later planning 

stages had considerable assistance from the Denver Anti-Crime 

Council staff \'/hich by then had become a functi·oning body. 

Two volunteers, later to become staff persons, were instru-

mental in getting the p~oject off the ground. In October, 

Employ-Ex was' incqrporated as a Colorado nonprofit corpora

tion, and 'state and city agency representatives were 

recruited to serve on its Board of Directors.' 

While incorporation was a CUlmination of the struggle 

for acceptance of a concept, it was the beginning of another 

to find the 25% soft match required by LEAA·to fund the 

project. Supporters in theory and in-kind, the City 

Departments of Police, Health and Hospitals, and Welfare; 

and the Commission on Community Relatioris, rose to this 

need, 

With financing of the project assured, numerous con-

tacts with a host of supportive persons and groups, including 

the Corrections Task Force and Denver Anti-Crime Council, 

program direction, methodology and budget were solidified 

for the first year of operation. The City and County of 

Denver accepted the Employ-Ex grant on December 4, 1972, with 

which to pursue the following goals and objectives: 

A. GENERAL GOAL 

The goal of Employ-Ex is to· assist the ex-offender 

through the difficult period of transition from inmate to 

citizen. Specifically, efforts are made to create, identify, 

----------

r 

( 

6. 

coordinate, and deliver employment opportunities for the ex

offender. In addition, services designed to support community 

reintegration are offered, e.g. an opportunity for meaningful 

relationship with a personal counselor, emergency assistance 

such as short term funds for eating and sleeping accommoda

tions, and information concerning sources of sociaJ services 

and alternatives available in the community. 

B. OPERATIONAL OBJECTIVES 

The following objectives will be operationalized in 
order to meet the Denver crime reduction mandate. 

Objective One: 

To provide 300 persons havin9 been arrested~ charqed, or 
convicted of Uhigh impactll felonies, or convicted of 
other felonies, regardless of pre or post release 
statuses, with suitable employment and trainina referrals. 

This will include assistance to penal, probation and 
correctional agencies in developing release plans for 
the confined offender planning to reside in Denver, where 
so requested or required. Persons discharged from the 
criminal justice system living in Denver, as well as 
current parolees or probationers, will be among the 
projected clientele. Aptitude and mechanical ability 
tests would be administered to those needing training, 
and occupation-interest inventories would be provided to 
those needing direction· in job futures. As the result of 
vocational testing, a projected 25% of clientele will be 
referred to training programs. 

Objective TV/o:. 

To provide social, psychiatric, psychological and behavior 
modification assistance and physical needs as required to 
reduce recidivism amonq clientele. 

A portion of the above services will be provided with 
in-kind contributions by the Denver Commission on Commun
ity Relations, the Denver Department of Health and 
Hospitals and the Denver Department of Welfare. Full
time staff and program volunteers will assist in areas 
not requiring specific expertise. Other needs not met by 
the Employ-Ex program will be dealt with by a referral 
service to public and private agencies and organizations. 
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Objective Three: 

To develop 450 job op~nings and trainina program replace
ments for Employ-Ex clientele. 

This service would include coordination"of efforts with 
existing public and private employment agencies such as, 
but not limited to, Denver Opportunity, Manpower, State 
Department of Employment, and Model Cities ex-offender 
programs, in order to provide a more satisfactory range 
of occupational opportunities to Employ-Ex clients. 
Additionally, attempts will be made to recruit industry 
training and personnel directors for implementdtion of 
lecture and training programs in the post and prior 
adjudication processes. 

Objective Four-: 

To provide follow-up services designed to assist, encour
age, and direct the prior offender to continue in, or 
resume, a productive role in the community. 

Objective Four overlaps most of the activities previously 
described subsequent to the initial interview, including 
counseling, the training and orientation program and 
referral to other agencies. Many other activities, such 
as th~ volunteer program and informal contacts with the 
staff and other clients, contribute to meeting the object
ive of redirecting the prior offender. 

" " 

C. ORGANIZATIONAL STRUCTURE AND FUNCTIONS 

The organizational chart and intake and service flow 

chart (on the next t~o pages) indicate how Employ-Ex was 

organized and the fuhctional contacts between the agency and 

clients during this past year. 

The major- function of adminjstration is to oversee and 

coordinate intra-agency organization and community relation-

ships. The Supervisor of Counselors was directly concerned 

with the daily operation of all agency functions with empha

sis upon effective client services. During this past year, 

both administrative personnel and counselors were active in 

community outreac~: speaking to community audiences, 



ORGANIZATION CHART 

Administrativ~ Director 

Supervisor 
. ' of 

Counselors 

.. 

Direct Service Staff------=---w-----~I~D--------------- Administrative Support 

Part-time 
Staff 

Counselors 
i ( 2) 

Job Developer 
(l ) " 

Job Coaches 
12/72-8/73 (0) 
8/73-12/73 (2) 

r Student 
Interns 

(4 ) 

Evaluator 

*Position allowed via budg~t change in Jan. 1973. 

.. :, ,----l:----

Clerk Steno III. 
( 1 ) 

service 
personnel 

R e c e p ion; s t *. 
. (1) . 

Par" time, 
temporary 
secretarial 
ass·jstance OJ . 



INTAKE AND SERVICE FLOW CHART 

REFERRAL SOURCE* 
.... ' .. r\omSlaslt 

V 

IV 

~lOB 
/l'PLACH1ENT 

Va"** 

I I 

JOB PREPARATION 
WORKSHOP 

III 

COUNSELING 
SESSION 

*Includes: A. Pre-release Interview 

JOB 
~ REFERRAL(S) 

IIIa**. 

1. Canon City Main Complex (Pre~Parole Release Cente~. Main Priso~. Color
'ado Women1s Correctional Institution) 

2. Buena Vista (Colorado State Reformatory) 
B. Agency Referrals (probation and parole agencies) ,0', ,. 

. ·C. Self-referrals 
**Continuation contacts. Counselors routinely have weekly (at times daily).contact with 

clients up until job placement and usually for a few weeks thereafter. 
***Follow-up.refers to those contacts scheduled by the agency and initiated by the counselor 

once each month for the first three months after job placement and once every three 
m 0 nth sup tot h e hi elf t h 'm 0 nth . 

, w 
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and contacting potential employers and service agencies, 

in an effort to heighten the effectiveness of Employ-Ex 

services. 

The counseling staff provided direct services to 

cli~ntele. Based on immediate and long-range personal 

goals required by clients to function with a degree of , 

normalcy, counselors assisted them in overcominq a variety 

of economic,'educational, social and psychological problems. 

In addition to the basic staff, part-time program 

evaluation assistance (primarily to produce monthly and 

quarterly reports), temporary and part-time secretarial 

assistance, and two student intern volunteers, constituted 
, 

the total work force from December 1972 until August 1973. 

A supplementary budget permitted two ·additional counselors 

and two job coaches (a total of four positions). Job 

coaches transpo~ted clients to jobs and service agencies 

and performed informal counseling duties. 

The Intake and Service Flow Chart indicates the pro

gression of client experiehce from initial contact to the 

security of a job. ' Many, perhaps most, intakes are initi

ated in a correctional institution. Others are referred , 

from other agencies and still ot~ers enter on their own 

initiative. Inquiries from state penal institutions were 

respond~d to by' counselor visits to Canon City once a week 

and to the Reformatory in Buena Vista every two weeks. 

Seminars were conducted at the Pre-Release Center in Canon 

City, and individuals interviewed at the main prison and 

at the Colorado Women's'Correctional Institution. 

11. 

Many clients had completed the first pre~equisite for 

services by the time of release: filling out the applica

tion for services. After release, and before services could 
. 

be rendered, they were required to participate in a job 

preparation workshop considered essential for successful job 

placement and job retention. This session anticipates, pre

pares, and motivates the client for the' application.process, 

the interview, and the job, using role play and problem

solving techniques. 

The wor~shop is followed by an indepth client/counselor 

interview designed to identify immediate and long-range goals 

which must be met to insure positive readjustment to the 

community,' and to outline a course of action: Job inter

views are arranged, -and basic needs provided, on the basis 

of this exchange. 

While job placement is the culmination of an immediate 

need for a steady income, it is only one step in the process 

of resocialization. Follow-through, a responsibility shared 

by counselor and client, strengthens that relationship and 
• 

protects the ~gency's investment i~ the initial services 

provided. 

Follow-through can be initiated by either.the counselor 

or client and takes place on the first, second, third, sixth, 

ninth, and twelfth months after intake. This minimum follow-

up requirement is suppl~mented, as the need arises, by 

additional follow-up contacts, 
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The following section provides a quantitative evalu

ation of objectives, and further describes the fUnctioning 

of EmploY-Ex, A supplementary study comparing recidivism 

rates of Employ-Ex clientele with a group of ex-offenders 

during July, 1970, through June, 1971, ,'s presented in 

Appendix A. This research, conducted by DACC staff members, 

indicates Employ~Ex has reduced rearrests in gener~l by 17%, 

and rearrests for high-impact crimes by 20%. 

n ,I 13. 

QUANTITATIVE EVALUATION OF PROJECT"OBJECTIVES 

The following details the development of Employ-Ex 

during this past year and evaluates its effectiveness rela

tive to the objectives shaping its op~ration. 

Information presented in this section is or~anized as 
. 

follows: First, data examining organizational effectiveness 
• 

relative.to stated goals and objectives is pres~nted and 

interpreted. The section concludes with a discussion of 

data collection and retrieval dilemmas and a qualitative 

assessment of the project1s goal/objective achievement. 

Objective 1 

Top r 0 vi d'e 300 per son s h a vi n 9 bee n a r res ted, c h a r qed 0 r 

convicted of "high impact ll felonies, or convicted of other 

felonies, regardless of pre- or post-release statuses, with 

suitable employment and training referrals. 

Were there sufficient intakes to permit 300 job 
referrals? 

Table I illustrates the number.of client intakes during 

1973 categorized by offense and referral source. A total 

of 773 client intakes were made during the period of 1973, 

certainly a sufficient pool of p'eople to realize Objective I. 

Did Employ-Ex provide 300 or more clients with suitable 
~mployment and training referrals? 

Table II displays data relevant to this question 

partitioned by type of cl ient offense and employment serv'ice 

provided. The data indicates Employ-Ex provided a total of 



TABLE I 

TOTAL INTAKES BY ENTRY OFFENSE 
December 1972* to December 1973 

~ ;:; 
Q;-

4; 
(J 

.!>.... 
.!>.... /-... '<' & ~ Q;- ~ fS '" 2} I-.. 0 fS -.../ 

~ i.J.J '" ~ Q::) <:!1 ~ Q::) Q;- c-, Cl.. ;:;J ~. ~ CLIENT STATUS C) .:::, ~ Q;-' TOTALS .Q:' Q:) '" <\J 
.:::, C) 

Probation Dept. 13 38 13 6 5 1 6 20 102 

Parole Dept. 28 77 26 8 20 1 2 17 179 

Institutionalized 20 "36 13 5 11 1 2 10 98 

Post-Institution. 17 23 4 1 2 1 4 4 71 

Un kn own/ Othoer 10 44 141 45 6 37 4 21 25 323 

122 315 101 -26 75 8 35 76 773 

*December 1972 figures are included in this table. 



TABLE II 

JOB REFERRALS AND RESULTS: HIRED, NOT HIRED AND CLIENT FOUND JOBS 
December 1972 Through December 1973 

>... 
l..t.J 

>.. e::: V) 
e::: 0: I- 0 Lt..: <: "'. -J "- ~ l..t.J ..:.:. "-

Cl::l -...J .:::;, 0:::::; l..t.J 0 -...J 

Cl::l 
(!] <:J::' 0: l..t.Je::: Cl... f2 ~ C::: V) 0 0 .:::;, V) f!3u <:J::' <: c::::. C::: Cl::l <:J::' C\t 0 

e::: .:::;, '-

Referred*; 30 95 44 11 16 4 3 203 
Not Hired 

Referred*; 24 ·83 33 19 27 3 2 191 
Hired 

Found Own 8 , 18 4 4 6 0 1 41 
Job 

*The frequencies in this table represent number(s) of clients. A client could 
be referred more than once or have more than one job clurina the teporting period 
(quarter). Total job placement data can be found in the DAce Employ-Ex evaluation 
reports whi!ch accompany this report. 

...... 
<Jl 
• 
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394 referrals of which 48% resulted in employment. Addition

ally, 41 jobs were secured by clients for the~selves. 

These figures are under-representative. 'One of the 

difficulties faced during the first year oper~tion was con

structing an adequate data-monitoring system. Although 

sophisticated DAce technical assistance was av~ilable, due 

to limited funds'and personnel, the focus was limit~d to 

collecting and reporting information meeting the requirements 

of monthly and quarterly reports. This approach resulted 

in data computation for ~ new clients entering the program 

during the quarter reported. The upshot of this, for 

purposes of an annual report, is that only segmented data, 

partitioried by quarters rather than cumulative over the . 

full year's operation, is available. For purposes of an 

ongoing process an.?lysis, the above design is clearly 

inadequate. 

To illustrate the problem, if client X entered Employ

Ex on June 30th and the quarterly report included data up 

to and including June 30th, this person would be included 

as a new,clien~ in that report. However, services rendered 

in July would not be in the April to June report, nor the 

July to September quarterly repdrt because only services 

rendered to new clients (intakes during the quarter reported) 

are tab u 1 ate d ; nth e qua r t e r 1 y rep 0 r t' • 

A reasonably educated guess sugriests that upwards of 

95 0! of tl'" . t 1 11 N I~ approxlma e Y 300 currently active cases have 

I ur ermore, approximately had one or more J'ob refe~rals. F th 

17. 

70 of the estimated 470 currently inactive12 cases have 

had at le'ast one job referral. 'This judgment suggests an 

additional 90 client referrals could be added to the 

client referral figure of 285-. Thus, Employ-Ex clearly 

delivered job referrals to more than 300 clients and, as 

such, has fulfilled Objective r .. 
, 

Perhaps a brief notation should be made about qUality 

of job referrals. With the exception of positions which 

afforded the opport~nity for on-the-job training~ the' policy' 

and practice of.Employ-Ex is to restrict job .placements to 

those paying at lea~t $2~50 per hour. In the staff's' 

opinion, positions paying less than this amount would result 

in economic frustration and perhaps a return to crime 

motivated by economic need. 

Objective II 

To provide social , psychiatric, psychologicaJ, and behavior 

modification assistance and physical needs as required to 

reduce recidivism among clientele. 

Employ-Ex recognizes that many services in addition to 

job and training opportunities must 'be made available in 
• 

order to equip the ex-offender with the motivation, skills, 

and resources necessary to promote the probability of suc

cessful readjustment to' community life. 

To meet these needs, a wide range of services other 

than job development and referrals are offered. The data 

recording, collection, and compi1ation systems are just now 
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developing to the point when a reasonably adequate view of 

these functions can be achieved. However, enough data has 

been gathered over the past year to provide a. partial 

description and tally of services rendered. 

We have found it useful to think of services under two 

headings: IIBasic Needs ll
. and IICounseling. 1I One way of 

conceptu~lizing basic needs is to observe that there are 

necessary conditions for successful employment and societal 

adjustment other than being referred to and hired by an 

employer. Obviously, one must be offered a job, but unless 

appropriate resources to fulfill the job requirements are 

available, just getting a job is irrelevant. Unless job 

applicanis have adequate shelter and sleeping accommodations, 

it is doubtful they will be able to meet work expectations. 

Transportation to and from work must be present as well as 

food. Hany jobs also require appropriate clothing and tools 

to meet work requirements. Many clients enter Employ-Ex 

doors without even these simple resources for successful 

employment. Therefore, it is imperative that we be able to 

supply these resources during the first week or two of the 

client's search for and placement on a job. 

This is when counseling servi~es (the second major 

heading) enter the picture. Assisting the client to identify 

occupational interests and skills, achieving a compatible 

·match with a specific job, pointing out advanta~es of work 

as a means of livelihood, identifying client strengths and 

thereby enhancing self-worth, communicating the importance 

19. 

time in the world of work, motivating thG client to achieve-

ment and self-betterment, are a few topics of discussion and 

functions performed to insure appropriate work style. In 

general, counselors asslst the client prepare for a work 

environment. 

One of the strengths of this agency is the fact that 
• most of the counselors are ex-offenders. This background 

permits them to relate from a shared language and experience 

base which lower~ the probability of being manipulated •. 

There seems to be a minimum of client coddling; rather, 

counselors quickly get to the hard realities of client 

occupational and social potentialities and opportunities. 

Counselors are empathetic but not sympathetic. If clients 

don't make a scheduled job interview or mess up a job, they 

are not rewarded. Every effort to provide legitimate service 

is eng~g~d, but clients know they must also act responsibly 

in this effort. 

Tables III through V display the data relevant to the 

above organizational activities. Table III. indicates the 

total number of clients and basic counselinq services pro-

vided by Employ-Ex staff over the past year. Of the total 

services provided, 19 and 81 pe~cent were basic need and 

counseling services, respectively. Of the total clients 

served, 153 received basic need assistance and 493 required 

co~nseling in one form or another. Table IV indicates the 

breakdown of basic needs data in Table III for the period 

April 1 through December 31 of 1973, and Table V describes 



SERvrCESPROVIDED 

Basic Needs** 

TABLE III . 

BASIC NEEDS AND COUNSELING· SERVICES BY ENTRY OFFENSE 
April 1973 Through December 1973* 

L.J..J 
~ ~ ~ 

?J ~ ~ ~ ~ !:1 
~ ~ ~ L.J..J ~ ~ ~ 
{§, ,Ct: V} Cl... 0 '- 0 

, , , , , ,~.' ..... , .. gg , ........ , .', f;! . . '.' ........ ,;{?, ..... ,' ... ~ .... , ~. , ....... , ...... ~. , .. 

50 132 55 4 40 15 296(19%) 

# 'of Cl ;ents'*** ....... '33 ..... '69 . 26 3 14 8 153(24%) 

Counseling 

# of Clients 

Total Services 

Tota 1 Cl i ents 

230 

82 

280 

115 

524 

212 

656 

281 

243 16 

91 7 

304 20 

117 10 

182 77 1 ,278·( 81 %) 

68 33 493(76%) 

222 92 1,574**** 

82 41 646 

*Data on basic and counseling services are not available from December 1972 throu~h 
March 1973. 

**Frequencies in basic and counseling services columns represent all services, provided. 

***Frequencies in # of clients rows indicate number of individuals receiving one or more 
of the basic or counseling needs. 

****Due to record keeping probl,ems, this figure represents only a'portion of~the total 
services provided •. 
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TABlE 'IV 

TYPES OF BASIC SERVICES PROVIDED BY ENTRY OFFENSE 
April Throu9h December 1973 
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Food 14 29 15 

Clothing 3 16 7 

Shelter 12 45 11 

Transportation- 15 42 16 

Other 6 10 6 

Total Services 50 132 55 

Total Clients 
Helped 33 69 26 
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24 

296 

,153 

N 



TABLE V 

TYPES OF COUNSELING SERVICES PROVIDED BY ENTRY OFFENSE 
April 1973 Throu~h December 1973 
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COUNSELING SERVICES* e:: c:::c e:: N 

t~ 0 t i vat ion a 1 73 145 64 3 58 29 372 

Personal 67 1 31 66 4 54 27 349 

Training 47 122 56 5 28 9 267 

Other 10 11 1 5 0 6 1 43 

Job Development 33 115 48 4 36 11 247 

Total Services 230 524 249 1 6 182 77 1 ,278 

Tota 1 Clients 
Counseled 82 212 91 7 68 33 493 

*Frequencies represent numbers of services, not numbers of contacts~ 
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the type of counseling assistance provided from April 1973 

through December 1973. 
I 

If a client required anyone of those services listed 

under basic needs, the following procedures were followed: 

Food was either provided by a check payable only to a food 

s tor e 0 f the c 1 i en tis C hoi ceo r are f e'r r a 1 for f 0 0 d s tam p s , 

or in sO!11e cases, a resource.prov:iding meals on a daily 

basis. Clothing was usually provided through clothing 

store contributions or repositories of used clothing handed 

out to the needy. Short term housing was normally provided 

through a low-cost hotel room paid by Employ-Ex, and 

transportation was through giving bus tokens or Employ-Ex 

staff driving a client to a job referral, etc. 

To suggest Employ-Ex has all the resources-to meet 

client basic and counseling needs would be misleading. A 

major function of a counselor is to determine client needs, 

,assess the resources of Employ-Ex relative to those needs 

and, when necessary and when assistance can be qained, refer 

the client to other service agencies. This means'the counse

lor must be knowledgeable about various service agencies in 

the Denver metro area and how and when to refer a client. 

For some clients, referral for supporting services was deemed 

appropriate. 

Table VI indicates the referrals made by Employ-Ex to 

other social service agencies. 

In summary, many and diverse resources for meeting basic 

and counselina needs were offered by Employ-Ex personnel 



, 'TABLE 'VI 

TYPES OF REFERRALS TO OTHER SOCIAL SERVICE AGENCIES BY ENTRY OFFENSE 
April 1973 to December 1973 
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AGENCY SERVICE . . . . . . . 0:: . . .' ... co' ... , .. ~ . 0:: ' C\J . e I-

Health 1 7 1 0 , 0 0 

Vocational 6 14 5 0 0 0 25 

Educational 6 11 3 0 0 3 23 

"Testing 1 0 2 0 1 0 4 

Helfare 4 3 , 0 1 0 9 

Food-Clothing-Shelter 3 5 0 0 3 1 12 

Transportation 0 3 0 0 2 0 5 

Other 15 6 10 14 0 5 3 38 -
Tota1 15 27 51 26 0 13 7 '24 

(. 

Total Clients Referred 
(April-December) 22 47 21 0 9 13 112 
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during this past year. In addition g concerted efforts to 

supplement the fund of Employ-Ex resources by locatin~ 

appropriate community services was made. In result, hundreds 

of ex~offenders found basic and counseling needs supplied 

by this 8gericy. Therefore Objective Two was satisfactorily 

achieved. 

l,Q_g_~YQ19P 450 j.~b. openi ngs and tra i ni nC! proqram pl acements 

iJl..r-l.!9J21u:J.?' c 1 i e n tel e . 

A new program designed to open doors for employment to 

ex-offenders must handle public relations carefully. First, 

potential clients and employers, as well as other members 

of the community must be informed about the existence of 

the agency. This requirement VIas accomplished by advertise

ment thl~ough various media sources! e.9., T.V. spot announce

ments, newspaper notices, brochures, etc. (See Appendix.) 

Bringing Employ-Ex to the attention of the community 

is, however, only a first step. Awareness, repardless of 

how well formulated the message and powerful the media, is 

only seldom sufficient to evoke active anrl positive behavior. 

It may unlock, but seldom opens, employer doors. Similarly, 
I 

it informs, but does not always brinn a client into aRency 

service. Face-to-face communication is a more effective way 

to provoke client and employer activity. 

The Employ-Ex staff, therefore, made every effort this 

past year to reach out and precipitate interpersonal contact 

;\ 

with as many supporting social service agencies, e~ployment 

sources, and potential clientele as was humanly possible. 

The staff principally responsible for this agency's 

functions are ex-offenders. Their contact with virtually 

hundreds of employers and community leaders has, through' 

.reversal of generallj held stereotypes of ex-offenders, con

tributed a great deal to-the public's willingness to support 

the work of" Employ-Ex. 

Table VII dispJays the type and number of potential work 

establishments contacted by Employ-Ex representatives. Of 

the 330 companies contacted, approximately 200 expressed 

acceptance of the program either by hiring or interviewing 

ex-offenders for job openings, while many other companies 

have actively solicited applicants. As preceding data indi

cates, approximately 550 clients have had' one or more job 

referrals. Thus, while the exact number of employer contacts 

and job/training placements cannot be cited, it seems reason

able to assert serious effort toward meeting this objective 

has been forthcoming this past year. 

Objective IV 

To provide follow-up services desiqned to assist, encouraqe, 

and direct the prior offender to continue in or resume a 

productive role .in the communit,x. 

Description and evaluation of this objective are diffi

cult on two accounts. First, data recording and computations 

during the first year is most deficient in the area of 

follow-up services and contacts. By definition, follow-up 



· TABLE 'VII 

JOB DEVELOPMENT, DECEMBER 1972 THROUGH DECEMBER 1973 

NO. OF c"OMPAN I ES CONTACTED· 

TYPE OF WORK Dec-f1a r Apr-Jun Jul-Sep Oct-Dec Totals 

Industrial 32 9 24 132· 197 

Construction 7 9 5 20 t:, .. .1 

Small BUsiness 2 2 1 4 9 

Restaurant 2 2 6 20 30 

Public Service 0 4 3 0 7 

Other 29 2 2 13 46 

Total 72 28 41 189 330 



contacts/services occur one, two, three, six and twelve 

months after employment placement. Since quarterly reports 

compile data only for new intakes durinp the quarter reported, 

at least half the follow-up contacts are not re~orded. 

Secondly, follow-up contacts were not systematically 

organized- and/or de)ivered. In the initial rush to manage 

new cases, constr~ct and learn procedures for delivering 

basic need and counseling services, hire and introduce new 

staff to the program, and develop hundreds of job, training 

and educational placements, follow-up contacts had low 

priority status. 

Table VII" displays follow-up data for the period, 

April thr6ugh December 1973. Many contacts initiated by 

both counselor and clients were not structured follow-up, 

and were therefore categorized in the areas of basic needs . 
and counselinq services (see Tables III, IV and V), thereby 

greatly deflating the figures indicatinq follow-up. 

The above problem arose from inadequate implementation 
I 

of follow-up and its differentiation from general contacts. 

In addition, many follow-up contacts made were not recorded. 

Although the data does not represent all contacts, it 

is apparent follow-up contacts ~ere not as numerous as was 

anticipated. Objective IV was therefore not fulfilled this 

past year. A new system of notification and recording of 

follow-ups has been devised, however, and is currently in 

use. 



, 'TABLE 'VII I 

FOLLOW-UP CONTACTS BY ENTRY OFFENSE 
April Through December 1973 

>. >. 
~ ~ 
4t ~ 

~ <£, 
TYPES OF ,CONTACT .. , ... ,0 ,.. , g 

"(July-'December)" '" ,9::.,"'" 'CO"· 

Attempts 

Contact Client 
... 

Contact Other 

7 

6 

5 

25 

23 

14 

18 

16 

13 

a 
1 

o 

3 

4 

2 

o 
o 
o 

-..J 

i5 
o 
/-.. 

53 

50 

, '24 
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ORGANIZATIONAL FACTORS DURING FIRST YEAR 

THE GENERAL SITUATION: 

Unlike most new agencies, this one used the time 
• 

normally funded for organizational purposes alone~ to 

concurrently provide client services. When the doors 

opened December 5, the waiting clientele were responded 

to promptly. 

This immediate open-for-business approach was organi

zationa~ly possible because of pre-funding preparation 

and pre-testing efforts by the director and counselors; 

and a staff committed to the delivery of lias much service 

to as many clients as time and resources permit." 

Three manifest consequences occurred. First, client 

intake was large, e.g. 233 clients by t1arch 1973.· Second, 

many contacts with potential employers to satisfy heavy 

client demands produced wide and positive exposure to the 

community because of the ability of Employ-Ex to deliver 

employees. 

Third, a great deal of practical experience in coun

seling clients, developing jobs and job opportunities, 

communicating the Employ-Ex message, and constructing and 

im~lementing policies and procedures, was gained very 

quickly. One may predict that, for a staff of six, a 

heavy client intake in such a short period would result 

? • 

in internal chaos and or~anizat;onal collapse. This did 

not occur. To be sure, mechanical and organizational diffi

culti~s arose, but open interpersonal relatinnships and 

excellent morale permitted orderly adjustments. 

Because the high intake persisted (773 clients from 

December 1972 to December 1973), job placements and basic 

services necessary for successful job longevity were given 

high priority. The bulk of Employ-Ex efforts have, accord

i~gly, been expended on: (1) meeting immediate client 

. needs, (2) developing job opportunjties, (3) coordinating 

interagency lines of communication and service fu~ct;ons, 

and (4) informing the community about Employ-Ex and what 

it does. 

Development ~f the internal mechanisms by this 

organization (realizing policy in routine procedures and 

staff roles), was a cope and learn-as-we-go proposition. 

The original six-member staff, along with student intern 

volunteers, constituted the total work force until August 

of 1973 four staff members (two counselors and two job 

coaches) were added. The heavy intake, limited personnel, 

and small budget combined to c~eate art internal management 

dilemma. Too many services for too many clients, coupled 

with concerted efforts to open doors in the community~ 

spread the Employ-Ex staff very thin. The consequences 

were both positive and negative. 

The following will define those consequences and 

recommend measures for next year, designed to maximize 



program strengths and correct those facets presently 

unproductive. 

EXTERNAL FACTORS 

Client Numbers and Types: , 

32 

The major input factor to contend with durin~ the 

first year of operation was the heavy client intake. Dur

ing the early months, the criteria for program entry was 

that the total caseload include at least fifty percent 

clients whose offense(s) included one or more of the high 

impact crimes. The result was that the agency was 

inundated with clients. 

Although data-gathering procedur~s were not well 

developed during this period, a qualitative assessment 

suggested clients had completed an average of less than 

twelve years education, usually possessed few job skills, 

and frequently had poor employment histories. The 

larger than anticipated number of relatively unemployable 

c1ients required major efforts be directed towards find

ing employment within which cli,ents could function, at 

the expense of those efforts that might enhance employ

ability. 

Obviously, a direct,service staff of four could not 

devote enough Rnergy and time to each of 233 clients to 

significantly change behavioral patterns. Educational, 

33. 

training and personal counseling resources were not 

immediately available, and the short-term needs of most 

clients were such that immediate employment ~as para

mount. 

" 
It was necessary, therefore, that all known job 

resources be developed and exploited as soon as possible 
• 

to expand the existin~ pool of potential placement s 

sources. Accordingly, the staff sought to influence the 

employment environment of the client more than to fit 

clients to existing employment circumstances. 

Job Development 

By virtue of some employment contacts providing 
, ' 

entry into the community, an advert~sin~ campaign, nUmer-

ous personal appearances at community gatherin~s, and 

personal contact with specific employers, the potential 

employment pool grew much larger. This function was 

shared by all direct services staff and every available 

means of finding more jobs--from scanning local newspapers, 

following up job rumors, calling potential employers 

periodically, to seminars for ~mployers--were used. 

Counselors and job coaches developed infbrmal relation

ships with personnel people in large firms and owners of 

small businesses, permitting them to trade information 

about job supply and demand very quickly and efficiently. 
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Over time, counselors gained a general awareness of which 

establishments needed what kind of worker, allowing'them 

to spot a likely candidate for a particular job opening. 

INTERNAL FACTORS 

Staffing Patterns and Dilemmas 

As & ~rogram starting from scratch, much of the inter

nal procedure had, to be constructed as experience was gained. 

Because functional roles were demonstrated rather than' 

defined, good staff relations were necessary to permit open 

definition and resolution of potential conflicts arising in 

the everyday -life of the agency.' 
... 

During this early period, three principles seemed to 

shape the development of internal relationships at Employ-Ex: 

(1) service to clientele was primary and took priority over 

administrative demands; (2) integrity as to work effort was 

demanded; and (3) dishonesty towards clients. or co-workers was 

not tolerated. 

By approximately April of 1973, a manual of policies 

and procedures, defining th~ responsibilities of each staff 

position, was written. This document compiled the tasks and , 

duties of all positions as they had emerged over a five

month period. The manual, with well ~efined role responsi

bilities, will offer.a better basis for measuring job:; 

effectiveness in the next year. along with the more system

atic recording of counselor-client contacts. 

> j 

;\ 
1 ! 
! 1 
J J 
1 ;' 
t ~ 
i ; 
(i 

35. 

During this past year, the staff met weekly to work 

through group and/or individual communication problems' and 

on a particular counselor/client dilemma. A number of 

inservice training sessions, involving staff and'clients 

engaged in a series of role playing dramas and seminars with 

persons of particular expertise relevant to staff needs~ were 

held periodically over the year. In addition, a productive 

staff retreat took place in July of 1973. 

Procedural Problems and Resulting Adaptations 

Two categories of procedure require attention: fir~t, 

client services which were difficult to provide, and second,' 

factors ~e1e~ant to the internal organization of staff 

functions. 

Since its beginning, Employ-Ex has not had sufficient 

funds to meet basic needs of new clients. Food and clothing 

were derived from Employ-Ex funds and from other agencies. 

Low-cost housing, historically difficult to uncover, remains 

the basic need yet to be adequately managed. ' 

Transportation' of' clients to jobs and job referrals 

also remains a dilemma. Bus tokens are supplied in limited 

amounts u n til a,: eli e n t can a f for; d .t 0 buy hi s own , but pub 1 i c 

transpor.tation doeX not reach into many areas'where jobs are 

available. Adding more job coaches a~leviated to some degree 

the problem of getting,c1ients to referrals, bu~ daily trans

portation to and from jobs remains a catch-as-catch-can 

proposition for some clients. 

r !J 
~----------------------------------------------
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The above issues emanated from a very heavy client intake 

load. In August, 1973, steps were taken to tighten criteria 

for intake status, and four additional counselor/job coach 

positions were added to relieve caseloads and the related

problems noted above. Intake guidelines were formalized in 

December and the caseloads began to level off. We anticipate 
• 

monthly intakes well within our service capacity during the 

next year. 

Regarding internal organization,.two internal communi-' 

cation functions were problematic until just recently: One 

of these Was matching client needs/skills with appropriate' 

potential and· actual job openings. 'The timing involved in 
. 

learning of the opening, contacting the employer, and arrang-

ing interviews for one.or two clients with the required 

ski1ls and interests can be tricky, given only four counse

lors, each with .over one hundred cases. 

Direct service staff meet twice weekly to share job and 

client information and resolve coordination problems as they 

emerge, but rely on informal communication to maintain cur

rent flow of information. 

The second area of poor communication is between 'coun

selors and the eva1uation component. Recording mechanisms 

for documenting counselor-client contacts have changed 

froquently. ReCords of counselor activities, therefore, 

have not been as reliable or consistent as is desirable. 

The hiring of a fulltime evaluator and subsequent stabilizing 

of data collection and retrieval procedures promise a reso

lution of this problem. 
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Principle Functions and Divisions of Labor: 

The first few months of operation were devoted princip-

ally to providing all client services, and sea~ching for 

suitable employment. Responsibility for these activities 

fell primarily upon counselors and job coaches. By virtue 

of a small, highlY integrated and dedicated staff, clear 

lines of duty and obligation were neither necessary nor 

advisable. The large amount of r2corded overtime contri

buted those first few months.suggests both a heavy work load 

and a highly cohesive working unit. 

By December, 1973, the agency had shaped its organiza-

tion sufficiently to manage most internal and external 

functiuns. Exc~ptions were in project evaluation, coordina

tion of volunteer activities, exploration of extra-agency 

resources, and client follow-u~) 

To handle these functional deficiencies, two positions 

were ~dded. A full-time evaluation team was brought on 

in February 1974, as was a trained.full-time volunteer 

coordinator. Finally, one of the d~unselor positions was 

restructured to include responsibility for maintaining 

current case records, ensuring ~rompt follow-up and record~ 

ing of contacts. With these additions and reassignment 

of staff, each major function is now 'covered adequately. 

COMMUNITY PUBLIC RELATIONS: 

Initially, potential contact with ex-offenders evoked 

a fear and suspicion in many people that had to be countered~ 
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and was. As one of the staff put it, community acceptance 

of Employ-Ex moved IIfrom cold to neutral to warm reception" 

over this past year. 

The staff made a concerted effort to contact larger 

firms and, to a lesser extent, smaller firms. This, together 

~with individual relationships with some firms through p~ior 

-
affiliat~ons, were the springboards for an intensive 

employer-recruitment campaign. In order to overcome public 

uncertainty, varied approaches were employed to sell the 

viability of hiring an ex-offender. The staff characterized 

these approaches as "common,sense" appeals. 

Common sense to the business community translates in 

part, into dollars and cents. It was emphasized, therefore, 

that hiring 'ex-offenders, and thus preventing crime, was 

good business. That ex-offenders~as a group have a wide 

range of skills and talents and (knowing the' cost of failure) 

are often more conscientious about job performance than 

their straight co-workers, was another focus of the campaign. 

Employers were asked to give ex-offenders a chance.to demon

strate their worth on an equal par with non-offenders and, 

in so doing, reduce the personal and monetary losses to 

crime. In sum, the overall approa~h to potential employirs 

was a rational and frank approach. 

The outcome of these activities is that over 200 compan

ies have hired, or are willing to hire, ex-offenders, and 

many voluntary organizations, church groups and interested 

citizens have expressed interest in learning about and 

assisting Employ-tx. 
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MAJOR ACCOMPLISHMENTS 

This agency has realized a number of major accomplish

ments in its ability to deliver services to its clients and, 

therefore, potentially reduce high impact crime recidiv~sm. 

The agency as a whole has reached a balance between time 

and resources ava'lable.and number and types of cl itnt 

intakes. An early blush of idealistic determination to 

handle problems for many clients has settled into a profes

sional assessment of what can be done for a given client 

population. The current criteria for client intake is 

rigorous enough to limit numbers and specific enough to 

focus agency effort on those ex-offenders germaine to DACC 

objectives. 

Along with a reduced client load, a more efficient 

organization of Employ-Ex staff functions has emerged. 

Experienced personnel occupy all direct service positions 

and their skill in counseling ex-offenders has increased 

markedly over the past months. Intensive efforts to deter

mine client interests and capabilities, and specific 

employer heeds and requirements, has resulted in the,ability 

of counselors to carefully match'clients with known position 

openings. This knowledge base, developed by communicating 

experiences~ is indispensable for efficient job development' 

and placement. 

Integral to these accomplishments has been the ability 

of the Employ-Ex administration to adapt to problems while 
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maintaining high commitment, integrity and morale among the 

staff. Without doubt, this is an organization best character

ized by cooperation, mutual respect, and dedication to client 

services. 

A rather startling fact indicates the success of Employ

Ex in job development and community relations. In the past 
; . 

year, over two hundred companies were recruited as ~laces 

of employment for the ex-offender. Employ-Ex has been 

instrumental in re:shaping community sentiment and attitudes 

toward the ex-offender to the extent these employers have 

learned to expect no more or less from the ex-offender than 

any other employee. While much community acceptance emanates 

from demonstrated client successes, hundreds of community 

leaders and citizens have heard of the Employ-Ex philosophy 

through talks by staff members, media messages, and word of 

mouth transactions. In consequence, Employ-Ex has influenced 

community acceptance such that it can perform its mission 

much more effectively today than when it began. 

MAJOR PROBL H1S 

Two dilemmas regarding direct services to clients remain 

to be solved. Available funds for immediate resolution of , 

client basic needs are inadequate. Transportation to and 

from jobs and low-cost housing represent the two most press

ing unmet needs. Food and clothing requirements are less 

critical because community resources are meeting some of 

th~se needs. Obviously, more funds need to be earmarked for 

this purpose. 

The second problem has been post-job referral and 

placement follow-up. Inasmuch as the influx of new 

clients demanding immediate attention has occupied the 

bulk of counselor time, systematic contacts to evaluate 

client adjustment to the job and community life have not 

been forthcoming. During this next year, reduced intake 

and a new procedure for recording when clients should be 

contacted, if they were contacted, the nature of the con

tact, and results, should improve this problem. Beyond 

these minimum requirements the reduced intake will permit 

serious consideration of a more aggressive follow-up 
~ 

designe~ to improve ongoing client adj~stment to the 

community and job longevity and advancement. 
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PROJECT DIRECTOR'S OVERVIEW: 

lacking the long-term data necessary to measure 

accurately the project's effect on the reduction of high

impact crime, the E~ploy-Ex staff has nevertheless observed 

varying degrees of personal and social change in many of 

its high-risk clientele. 

By themselves; these changes were not spectacular. 

Collectively, they constituted the ~low~ gradual accept

ance of job, persortal and social responsibilities that 

accompany genuine freedom.' Client-counselor relationships, 

characterized by mutual trust and free exchanoe 'of views, 

e n han c e d s u c h 9 r 0 \,1 t h' by per mit tin g c 0 u n s e 'lor s to' i n t e r c e p t 

and often prevent behavior adversely affecting the client's 

future. 

The dissatisfied employee, for example, was persuaded 

to find another job before quitting the one he had, or to 

build a good work record in order to get something better. 

Counselors were able twice to disarm and, on numerous 

occasions, dissuade clients· from actions that might other

wise have resulted in burglary, robbery or other asocial 

behavior. 

This positive climate g~neraied with clientele has 

extended to relationships with the business and criminal 

justice communities as well~ For example, agency-i~itiated 

contacts at the start of the year have been reciprocated 

as probation and parole o~ficers increase referrals of 

clients, and potential employers request applicants for job 

openings. 

( 

" 

Much of this credibility emanated from 

perf6rmances by clients on the job and in the community. 

But behind these accomplishments was a counseling staff 

whose flexibility allowed them to respond, as the occasion 

required, in styles ranging from earthy, gut-level to 

sophisticated profes~ional guidance. This versatility was 

not accidental since, while some counselors .did no~' have 

professional counseling credentials, all met the tests of 

good judgment and ability to relate naturally to the needs 

and capabilities of their clientele ... 

The numbers and diversity of these needs, confronted 

and resolved during the year, equipped the staff with a 

degree of cbmpetency unattainable through the formalized 

t~aining process. While large caseloads permitted less 

contact than desired, counselors were able to meet the 

needs in a surprisingly large segment' of clientele. 

Many client-counselor relationships existed prior to 

agency contact due to the substantial number of ex-offender 

staff members. Their first-hand knowledge and understand

ing of ex-offender problems is irreplaceabJe, while the 

diversi~y of nOD-offender backgrounds combined to produce 

anidealiim tempered by re;lity--an outlook no doubt com

municated to both clients and community at large. 

Ironically, both the program's greatest strength 

(credibility among ex-offenders, criminal justice agencies, 

and the g e n era 1 pub 1 i c)· and its 9 rea t est VI e a k n e s s (1 a c k 0 f 

statistical documentation) stem from the staff's conviction 
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t hat " p eo p 1 e com e fir 5 t, pap e n/o r k sec 0 n d II inc rim e pre -

vention. 

The· relationship of paperwork to people became' 

apparent, however, when inattention to record-keeping 

began to affect the continuity of services, especially in 

the area of follow-up. Identification.of the problem led. 

to greater awar~ness, and su~sequent willingness; by the 

services staff to pursue better methods of documentation. 

Before the year was out, a checkpoint system had been 

devised to ensure ongoing follow-up.'This mechanism, 

together with a new, comprehensive framework for program 

evaluation, promises greater statistical visibility and 

program effectiveness in the second year of Employ-Ex. 

. . 

FOOTNOTES 

lHiqh Impact Anti-Crime Program. The nenv~r Anti-
Cr1 me Counc ill s Report. 

able. 

2~~ cit. 

3.Q£. •. cit •. 

4Qe.. cit. 

5Acco~ding to State Department of Adult Parole. 

6Accordin9 to·District Court Prbbation Department. 

7According to best estimate of data currently avail-

SChamber of Commerce of the United States, Marshall
ing Citizen Power to Modernize Corrections. Chamber of 
Commerce of the United States, Washington, D.C. 

9palmer Paulson, Inc. 1972 Report. 

lOThe ltunkno\,/n/other" categorY includes a range of 
referral sources: friends, family, other proqram partici
pants, welfare, State Division of Employment, drug rehabi
litation programs, etc. 

11Active cases are those clients with continuin9 agency 
contact (see footnote 12 for further clarification). 

l2Inact1ve c;ses are those clients havinn completed a 
year's participation in the program and demonstrating no 
further need for program assistance. Also included are 
those ·having voluntarily ceased agency relationship, have 
moved from the area or cannot be located. 

130nl y basic services provided with 9rant resources 
are included in this data. Basic/services provided by other 
referral aqencies are therefore not recorded. 

14l1otivational counselina was primarily related to client 
goal-setting and realization. 

Personal counselina was oriented to the client's social 
problems, e.g. family r~lationship, friends. Motivational 
and pe~sonal counselinp are n?w ama~pamat~d under th~ general 
heading of"quidance/informatlon," lncludln9 cateqones of 
employment, personal/social, family, education and other. 



FO(}TNOTES (CONTINUED) 

Training counseling was directed toward problems of 
on-the-jOb-traininq or job skill development • 

. ~.,?+b develoef!len~ counsel i~q was oriented. to\:,ard the 
match1ng of the lndlvidual ellent to a certaln Job type. 

46. 

15The "Other" category primarily includes drug reha
bilitation, aleoho.' rehabilitation and employment related 
agencies. 
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I NTRODUCTI ON 

This study vias conducted to gather some information indicative of the 

effectiveness of DiPL0Y-EX in reducing recidivism among clientele through 

the provision of counselin9, job training and employment services to 

alleged ex-offenders of Impact crimes. The overall goal of EMPLOY-EX 
, , 

for' the first year operation was the reduction of eXDected recidivism 

rates among clientele by 25%. To measure the degree of achievement of 

this project goal, recidivism must be defined, comparison data must be 

'developed and a sufficient follow-up time period must nass. Eacn of 

these factors is discussed below. 

Recidivism has been operationally defined as re-arrest. Other measures 

such as re-filing, re-conviction or re-incarceration could have been used 

representing nrogressively deeper nenetrRtion into the criminal justice 

sy~tem. Re-Rrrest was chosen for oragmatic reasons - the lack of readily 

available data for other recidivism measures and the long follow-up 

period required for other measures' due to time delays in court processing. 

In terms of baseline data for comparison purposes, one and two-year 

re-arrest rates \'/ere calculated for all Im'pact arrestees in Denver during 

the time period July 1970 through June 1971. Both type and frequency of 

re-arrest were determined for the baseline groUD. Re-arrest data was 

limited to those re-arrested in Denver. 

EMPLOY-EX has been in oneration since December 1972. Included in this 

analysis were EMPLOY-EX clients entering the project between December 1972 
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and November 15, 1973, thus nroviding an average. follow-up time period 

of 9 months. Re-arrests vlere recorded for, all clients from the date of 

entry into the program through February 15, 1974, prov'iding a minimum of 

3 months follo\'l-uD data for each cl; ent. On ly re-a rrests in Denver 

were collected in order to develop rates comparable to the baseline data. 

CLlEUT CHARACTERISTICS 

Five hundred forty-hlp Et1PLOY-EX cl i ents were i ncl uded ; n this study. 

The following 5 tables de~cribe characteris tics of these participants 

based upon sex, age, race, entry offense and number of contacts. The 

tables are further divided into sub-categories of those clients employed 

and those not employed. An effort was mad.e to determine if meaningful 

differences existed betll/een these two sub-groups. The employed category 

includes all clients referred and hired while D~oject participants, plus 

clients who found their own job after job training and counseling 
, 

through ErtPLOY-EX. 

As illustrated by the table below, a large majority of EMPLOY-EX participants 

are male. A somewhat larger percentage of the female clients received 

job placement3 than male clients. 

TABLE I 

SEX ntPLOYED. NOT H1PLOYED TOTAL 

---
HALE 202 (85.2%) 279 (90.9%) 481 (88 .4~O 

FE!.iALE 35 (14.8%) 28 ( 9.1;n 63 (11.6~~) 

TOTAL 237 (1 OO;~) 307 (100%) 544 (100%) 

The next tables breaks dm·m project parti ci pants by ethni ci ty. Of those 

clients whose race was known, almost an equal proportion were Black, Chicano 

and Anglo. In terms of obtaining employment, more than half of the Black 

. 'and Anglo narticipants v/ere emp:oyed while less than one·-third of the 

Chicano clients obtained e~ploy~ent. 

TABLE II 

RACE EMPLOYED NOT Er~PLOYED TOTAL 

BLACK 80 (33.8%) 66 (21. 5~O 146 (26.8~O 

CHICANO 38 (16.0%) 96 (31.3%) 134 (24.6~~) 

ANGLO 73 (30.8%) 69 (22.5%) 142 (26.1%) 

OTHER/UNK. 46 (19.4%) 76 (24.8%) 122 (22.4%) 

The third table nrovides an analysis of emoloyed and not employed clients 

categorized by age. Sli~htly more than 40% of the clients fall into the 

2; to 29 age bracket. The portion of clients employed in each age bracket 
f • 

is not that dissimilar providinq no evidence that anyone age group 1S 

more lIemn10yable ll than the others., 

TABLE I II· 

AGE CATEGORY EMPLOYED NOT E!~PL~YED TOTAL 

, 

21 & under 37 (15. 7%) 57 (18.5~O 94 (17. 3 ~~) 

22-29 100 (42.5%) 126 (40.9~~) 226 (41.6%) 

30-39 55 (23.4~n 69 (22.4%) 124 (22.8~~) 

40-49 22 ( 9.4%) 25 ( 8.1 %) 47 ( 8.7~~) 

50 + '5 ( ;2.1%) 9 ( 2.9%) 14 ( 2. 6~~) 

Unknovln 16 ( 6.8%) 22 ( 7.1 %) 38 ( 7. O;~) 

TOTAL 235 (100%) 308 (lOOiO 543 (100%) 



The next table categorizes clients by the offense that qualified them 

for entry into the project. Less than 20% of the participants were 

involved ;n offenses other than Impact. 

TABLE IV 

ENTRY OFFENSE EMPLOYED NOT EMPLOYED TOTAL 
M 

ROBBERY 36 (15.2%) 44 (14.4%) 80 (14.7%) 
BURGLARY 87 (36.7%) 130 (42.5%) 217 (40.0%) 
ASSAULT 41 (17.3%) 34 (11.1%) 75 (13.8%) 
RAPE 3 ( 1.3%)' 6 ( 2.0%) 9( 1. 7%) 
2 OR MORE IMPACT 33 (13.9%) 26 ( 8.5%) 59 (10.9%) 
H~PACT RELATED 3 ( 1.3%) 1,. ( 3.6%) 14 ( 2.6%)' 
OTHER 26 (11. 0%) 27 ( 8.8%) 53 ( 9.8%) 
UNKNmlN 8 ( 3.3%) 28 ( 9.1 %) 36 ( 6.6%) 

TOTAL 237 (100%) 306 (100%) 543 (100%) 

As illustrated by the table above, no one entry offense stands out as 

representing a client group highly unemployable or highly employable. 

In the highest offense categories of robbery and burglary, less than 

ha 1f v/ere employed. For the next mos t frequent entry offense, assaul t, 

slightly more than half the clients wer,e employed. 

The table on the next page summarizes the number of counselor-client 

contacts for each sub-group - employed and not employed. As would be 

expected, average contacts per employed client v/ere 6.3, much higher 

than the average of :3.5 contacts per unemnloyed client. 
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TABLE V . 

I NUr~BER CONTACTS EMPLOYED NOT G~PLOYED TOTAL 

1 8 9i 99 
:2 30 61 91 . 
3 , 30 47 77 

·4 37 29 66 
5 27 18 45 
6 21 11 32 
7 14 12 26 
8 11 10 21 
9 12 5 17 

10 + . 39 15 54 

TOTAL 229 299 528 

RE-ARREST RATES 

.Over~11 re-arr~st rates by type of re-arres t and categori zed by the 

employed and not employed sub-groups is presented in the table on the 

next page. The categories include the most serious offense for which a 

client was re-arrested. Of those re-arrested, the offense types are 

categorized as Impact, other felony, misdemeanor and other offenses. 

The "other" offense category includes violations such as technical 

parole violations, technical probation violations and city ordinance , 

. ,violations. 



TYPE OF OFFENSE 

NO RE-ARREST 

IMPACT 

OTHER FELONY 

MISDEr~EANOR 

OTHER (PV ,C.O. , 

E ---

• 

ETC. ) 

I 

TABLE VI 

EMPLOYED 

167 pO.8%) 

14 ( 5.9%) 

29 (12.3%) 

12 ( 5.1%) 

14 ( 5.9%) 
. 

236 (100%) 
-

NOT H1PLOYED TOTAL 

208 (68.0%) 375 (69.2~b) 

23 ( 7.5%) 37 ( 6. 8~n 
; 

36 (11. 7%) 65 (12.0%) 

22 ( 7.2%) 34 ( 6.3%) 

17 ( 5.6%) 31 ( 5.7%) 

306 (100%) 542 (100%) 
I 

As indicated in the table above, an overall re-arrest rate of 29.2% 

existed for employed cl,ients based upon an average of 9.3 months in the 

program. This is slightly lower than the 32% re-arrest rate for unemployed 

clients \'Iith an average 8.9 month follow-up period. The re-arrest rate 

for Impact \'las 5.9% compared to a 7.5% rate for the. unemployed. There 

is no large difference in any of the rates between the employed and not 
t 

employed groups. 

, 
Since the table presented above includes all clients in the follow-up 

study, the average follow-up is only 9 months while baseline data for 

comparative purposes is based upon a 12 month fo11ow~up. Without making 

proje'ctions for the P1PLOY-EX group, meaningful comparisons cannot be 

made. Further, other studies have indicated that a linear projection 

of re-arrest rates over time is not justified since recidivism rates 

increase ovel~ time at a decelerating rate. To avoid the problems vii th 

/ 

projecting re-arrest rates, a sub-group of the EMPLOY-EX clients, all 

~hose who have participated in the program for 10 or more months, \'Iere 

extracted to provide an averag~ follow-up of 11.5 months, comparable with 

the baseline data. The 199 EMPLOY-EX clients who meet this criteria are 

lincluded in the table ,below . 

TABLE VII 

TYPE OF OFFENSE Er~PLOYED NOT Et~PLOYED TOTAL 
-

NO RE-ARREST 58 (63.7%) 69 (63.9%) 127 (63.8%) 

IMPACT 10 (11. 0%) 13 (12.0%) 23 (11. 6~;) 

OTHER FELONY 12 (13.2%) 14 (13.0%) 26 (13.1%) 

MISDH1EAN(jR 6 ( 6.6%) 5 ( 4.6%) 11 ( 5.5%) 
, 

,OTHER (PV. C. O. ETC.) 5 ( 5.5%) 7 ( 6.5%) 12 ( 6.0%) 

TOTAL 91 (100%) 108 (100%) . , 99 (100%) 

This data also illustrates no meaningful difference between re-arrest 

rates of the ~mp1oyed and not employed groups (36.3% compared to 36.1%). 

The overall re-arrest rate of 36.2% fo~ any offense and 11.6% for Impact 

are lower rates than the baseline data for Impact ~ffenders. The o~e-year 

re-arrest rates for all Denver arrestees committing the offenses of 

burglary, robbery and aqgravated assault \'Ias 43.2% for any offense and 

14.4% for an Impact offense. The baseline rates are somewhat conservative 



since the "at risk ll time for many arrestees is less than 12 months due 

to ,p're-trial incarceration and sentencin~ that involved incarceration. 

The follow-up for a1PLOY-EX clients, on the other hand, is true lIat risk ll 

tiMe. The following table summarizes the cOMparative data. 

TABLE VIII 

RE-ARREST RATE EMPLOY-EX BASELINE %A 
(ll.5 mo.follow-up) (12 mo. follo\'J-uP) 

ANY OFFENSE 36.2% 43.2% -17% 

IMPACT ONLY 11.6% 14.4% -20% 

EMPLOY-EX clients, as illustrated above, have a re-arrest Tate for any 

offense 17% below the baseline data and re-arrest for Impact offenses 

20% ·below the baseline rates. 

One other categorization of re-arrest was conducted - the relationship 

between re-arrest rates and number of counselor-client cOlitacts. The 

assumption that re-arrest rates were inversely prQPortional to the nu~ber 

of contacts is reviewed in the table presented on the following page. 

The number of counselor-client contacts is broken down into the categories 

.. of 1-2, 3-5, 6-9 and 10+. The group with 2 or less contacts consisted 

largely of those who required fe\'/er services in terms of job p}'eparation 

and counsel i ng. "any of those who were able to fi nd thei r 0\'10 job fi t 

into this category. To a lesser degree, this ~ategory includes project 

dropouts. The cate~nries with a high number of counselor-client contacts 

consist of narticipants reauirinq more extensive job preparation and job 

referral services. 

r 
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TABLE IX 

TYPE OF OFFENSE NUMBER OF CONTACTS 
1-2 3-5 6-9 10+ TOTAL 

NO RE-ARREST 143(75.7%) 121 (64. 7~n 62(64.6%) 42(72.4%) 368 

IMPACT • l6( 8.5%) 15( 8.0%) 7{ 7.3%) O( - ) 38 

OTHER FELONY 18( 9.5%) 24(12.8%) 14(14.6%) 8(13.8%) 64 

MISDEMEANOR 5{ 2.6%) 14( 7.5%) 8( 8.3%) 4( 6.9%) 31 

OTHER (PV,C.O.,ETC 7 ( 3.7%) 13 ( 7.0%) 5( 5.2%) 4( 6.9%) 29 

TOTAL l89( 1 00%) 187 (100%) 96(10076) 58(100%) 530 
I 

As illustrated above, the lowest re-arrest rate was encountered with 

those clients at each end of the spectrum - those with 2 or less contacts 

and those with 10 or more contfcts. Those in the intermediate range of 

3-9 contacts had the highest re-arrest rate. 

SUMMARY 

Unlike an earlier study of EMPLOY-EX based upon a much shorter follow-up 

period, there is little difference in the re-arrest rates of project 

clientele determined by whether or not they obtained employment through 

the program,' In similar fashion, the "quantityll of counsel ;ng measured 

in tenns of counselor-client contacts does not appear to directly relate 

to recidivism reduction. Those with less than 3 and more than 9 contacts 

experienced the lowest re-arrest rate. However, those with more contacts 

r' 
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did ~xperi ence as' i ghtly 10v/er Imonct re-nrres t rate. A' though the 

data does not conclusively sunnort anyone component of the program, 

the avera)' re-arrest rates have been reduced over the baseline rates, 

including an overall reduction in re-arrests of 17% and a 20% decrease 

in re-arrests for Impact offenses. 

., ... 
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