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INTRODUCTION
T H E  N E X T  D E C A D E  O F  B U S I N ES S  L EA D E R S H I P

What Wil l  I t  Take  
to Lead in the Decade Ahead?

The successful CEO of the future will be the one who can effectively 
manage through the coming talent shortage. That leader will under-
stand the nature of this challenge, develop strategies to attract, de-
velop, and retain a workforce, and inspire every level of company 
management to follow. This book will provide business leaders with 
an effective strategy for meeting this challenge.

Each economic cycle demands a different skill set that defines who 
will rise to the top in the business world. The successful CEOs of the 
1970s navigated disruptive inflation and rising interest rates; the abil-
ity to control risk and exploit purchasing power drove success. The 
economist Thomas Mayer famously described the decade as the re-
sult of “the greatest failure of American macroeconomic policy in the 
postwar period.”1 The state of the nation was often measured by econ-
omist Arthur Okun’s “misery index,” which is the sum of the unem-
ployment rate and inflation. For businesses, this meant uncertain 
consumer and input costs that varied widely. Oil prices quadrupled 
over the decade, while iron and steel prices nearly tripled. Risk 
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management tools and pricing models that we take for granted today 
were adopted by the leaders of this period (see Figure 1).

Figure 1: The Misery Index

Those skills mattered less in the 1980s. As the misery index fell, 
confidence returned and effective leaders switched from the defense 
of the preceding decade to offense—building better and better prod-
ucts and services. Those who prospered did so by implementing total 
quality management, flattening their company hierarchies, and driv-
ing results through vision and mission statements. Readers of a cer-
tain age will be familiar with Sam Walton’s famous ten rules2 for 
building a business, rules that epitomized much of the formula for 
success in the 1980s. Four of “Mr. Sam’s” rules revolve around break-
ing down the hierarchies that had dominated American management 
for a century. His view of employees as partners, focusing on their 
engagement, and his belief in sharing profits with workers, while con-
sidered common sense today, were pioneering in this period.

The 1990s brought forth new opportunities—and new manage-
ment challenges—including broader and cheaper access to personal 
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Figure 2: US Bir th Rates

Even in those parts of the world with better fertility, most are not 
in the position to capitalize economically. Among mature econo-
mies, Israel is alone in having a fertility rate (3.1 in 2017) that ex-
ceeds the replacement rate but is too small to meaningfully impact 
global labor force demand. Among large emerging economies, Chi-
na’s fertility rate is a paltry 1.6, and while India still exceeds the re-
placement rate, the trend is distinctly negative. The vast majority of 
countries that have robust fertility rates are too far behind in eco-
nomic development and thus not in a position to provide out-
sourced labor solutions.

What should leaders take away from this blizzard of statistics? The 
bottom line is that our current labor shortage is not going to pass. 
Over the longer term, it is likely to get worse. If today the lack of 
workers is a major irritant; in the decade ahead, for businesses that do 
not address this challenge, it will represent an existential threat.
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THE HEART OF GROWTH

I
’ve got some bad news: growing your business is going to get harder 
in the decades ahead. You may have already experienced difficulty 

in finding enough employees to fill all available jobs; that difficulty is 
going to get worse. And, unfortunately, falling birth rates don’t just 
mean that workers will be harder to find—consumers will become 
harder to find, too, and the economy will grow more slowly. A 
slower-growth economy is a more vulnerable economy, with higher 
uncertainty and risks.

Over the next two chapters, I will show you the size of the prob-
lem we face. And then, over the rest of the book, I will explain the 
solution you and your business should consider.

First, some basic economics to put our situation in perspective. 
The potential for any nation’s economy to grow boils down to two 
factors: 1) How fast can it grow its employed labor force, and 2) how 
quickly can it grow the productivity of its workers. The product of 
this sum is the long-term growth potential.

1
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The concept of growth potential only plays out over the course of 
an economic cycle and rarely defines the actual growth rate in a single 
year. In recessions, growth is far below potential, and in the early 
years of recoveries, growth tends to exceed that limit as employers 
start to take up the slack from the previous downturn. It is only in the 
final period of growth in a cycle, as the economy pushes against full 
employment, that the potential growth rate is more likely to align 
with actual growth. Changes in workforce size and productivity are 
the twin throttles that dictate long-term growth, even if this is not 
apparent in any given year.

Figure 3, with data produced by the Congressional Budget  
Office (CBO), shows both historic and projected gross domestic 
product (GDP) growth in the modern US economy in terms of 
workforce (the dark gray bars) and productivity (the light gray 
bars). Many important social trends are captured in these statistics: 
the post–World War II shift to a consumer economy, the growth of 
the number of working women, and the growth of the internet, to 
name but a few.

Figure 3: US Potential GDP Growth
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also incorporate the degree to which this group is “in the game” and 
ready to be employed. To measure our efficiency in tapping today’s 
labor pool, economists use a metric called labor force participation 
rate. This is defined as the percentage of noninstitutionalized civil-
ians age sixteen and older who are either working or actively seeking 
employment. The Federal Bureau of Labor Statistics, an arm of the 
Department of Labor, is the definitive source of this data. Figure 4 
shows the history of this metric since 1948.

Figure 4: US Labor Force Participation Rate

It should come as no surprise that our greatest decades of rising 
labor force participation, the 1980s and 1990s, were also among our 
strongest years of GDP growth.3 Those decades included two large 
and beneficial trends—the entrance of the baby boomer generation 
into the workforce and rapidly rising rates of female participation in 
the labor force. When we utilize an ever-greater percent of our pop-
ulation in the production of goods and services, we benefit.

Conversely, the falling labor force participation rate since 2000 
is linked to the generally lackluster rates of growth. Once again, 
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just how much longer. In past cycles, that average duration rarely got 
beyond twenty weeks. In the aftermath of the Great Recession, the 
average—average—period between jobs ballooned to double that 
number. By April 2010, 6.8 million Americans had been unemployed 
for twenty-seven weeks or longer, more than 45 percent of all unem-
ployed job-seekers, and in July 2011, the average duration of unem-
ployment peaked at 40.7 weeks.9

Figure 5: Average Duration of Unemployment

Keep in mind that this is an arithmetic (mean average), with many 
job-seekers unemployed for more than a year. In fact, the official gov-
ernment scorekeeper of these measures, the Bureau of Labor Statistics 
(BLS), observed that by the end of 2010, 11 percent of the unem-
ployed had been unemployed for more than two full years, and 
changed its data collection to allow reporting of unemployment du-
rations as long as five years.

The costs of such long-term unemployment are considerable. 
Known impacts are long-term earnings losses, career volatility, the 
physical and mental health of the individual, and even the educational 
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understand that the drug epidemic is so severe that it represents a 
historical anomaly (“this time, it’s different”). Looking beyond the 
tragic death toll reveals this scourge to be not just a societal disaster, 
but an economic one as well (see Figure 6).

Figure 6: The Opioid Tragedy

Opioid and other drug-related overdoses are a terrible tragedy, a 
waste of lives (often young). What makes this all the more poignant 
is the knowledge that nearly a quarter of those who became addicted 
started innocently with a doctor’s prescription. Yet, from the stand-
point of the impact on the labor force, these tens of thousands of 
deaths are just the tip of the iceberg. The US Department of Health 
and Human Services (HHS) estimates that the number of people 
using opioids for non-medicinal purposes is 11.5 million. Amazingly, 
this is actually an improvement from the peak usage of 12.5 million 
in 2015, but still astoundingly high so many years into a recognized 
health crisis. HHS estimates that the total number of those we might 
think of as “addicts,” those who fit the definition of opioid use disor-
der, exceeds two million people.
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In fairness, these comparisons do not include the sizeable numbers 
held in nontraditional detention in authoritarian regimes like China 
and North Korea, but it is safe to say our use of incarceration far ex-
ceeds any developed country. We also have very limited data on the 
international comparison of jails to prisons (jails are generally used 
for pretrial detention and for very short periods of incarceration ad-
ministered by local officials, as opposed to longer sentences for felo-
nies in state and federal facilities). The Prison Policy Initiative points 
out that jails have an extraordinarily high “churn.” Although their 
work indicates that some six hundred thousand people are held in 
jails in the United States at any given time, there are more than ten 
million admissions to jails each year, some the same individuals, but 
clearly a very high number.

We should also understand that US incarceration rates have not 
always been this high. As Figure 7 illustrates, we went through an 
unusual period of growth of our state and federal prison population, 
particularly in the 1990s, that has left us where we are today.

Figure 7: US State and Federal Prison Population 1925–2018
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The impact extends far beyond the statistics of those in prisons. We 
should acknowledge that the increase in incarceration at the commu-
nity level had very different impacts. Figure 8 displays the percentage 
of the population with prison records by state. The darker the shading, 
the greater the intensity of prison records within the community. The 
top row compares that measure for the total population to that of the 
African American population in 1980, before the big ramp-up in in-
carceration began. The bottom row shows this measure after three 
decades of rising incarceration. It becomes immediately apparent that 
the African American community has felt this change most intensely.

Percentage of U.S. adult population with prision records by state and race, 1980 and 2010

% of the adult population

<0.50

0.50–1.99

2.00–3.99

4.00–6.99
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A. 1980, total

C. 2010, total D. 2010, African American

B. 1980, African American

Figure 8: Disparate Impact of Incarceration

Percentage of US adult population with prison records by state and race, 1980–2010
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force participation and employment. This ranges from the 2.3 mil-
lion who are incarcerated or under supervision (typically post- 
incarceration parole) to the widely cited 70 million (typically mis-
characterized as “one in three adults in the United States have a crim-
inal record”).13

Figure 9: Criminal Justice Impact

It is worth understanding what each of these statistics represents. 
To start, the terms probation and parole are sometimes used inter-
changeably, but they have different definitions. Parole is supervision 
after release from prison; it is ordered by parole boards or by statute. 
Probation is a type of supervision that is often used in lieu of impris-
onment or sometimes as part of a “split sentence,” with the court or-
dering time both incarcerated and on probation at time of sentencing. 
In both instances, failure to comply with the terms of supervision can 
result in (further) incarceration. With regard to these statistics, 
someone who has been on parole has also been incarcerated, but 
someone who has been under felony supervision might have been on 
probation and never incarcerated.
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4

SUCCESS IS 
NOT RANDOM

Would you rather pay someone $30,000 to do  

a job, or pay $30,000 to keep someone in jail? 

— D A N  M E Y E R , CEO and Founder,  

Nehemiah Manufacturing1

D
an Meyer posed this question to me when I first met him in 
2016, as I was visiting his Cincinnati factory. While Dan meant 

this rhetorically, it is actually a serious question. The answer for Dan 
is the first choice: pay someone to work, because hiring people who 
might otherwise recidivate or become incarcerated has the potential 
to result in superior business performance.

Dan’s success was no accident. While he was one of the first (and 
one of the best) second chance employers I would meet, it soon 
became apparent that he was not alone. There is no directory of com-
panies that consciously pursue second chance employment, and 
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V I S UA L I Z I N G  T H E  M O D E LS  O F 

S E C O N D  C H A N C E  H I R I N G

Like many people in business, I rely heavily on graphs as easy ways 

to visualize complex data. The charts below reflect not hard data 

but are derived from conversations with hundreds of businesspeople 

over the years. They offer a way to conceptualize different modes of 

second chance employment, showing how the addition of second 

chance employees compares in quality to a traditional workforce.

Companies that employ only traditional 

candidates have an average level of 

employee quality and a distribution of 

better and worse performers.

Companies that add second chance 

hires but are driven by the primary goal 

of cheap labor are neither highly 

selective nor do they invest in retention 

and development of employees. Second 

chance hires in this model generally 

perform worse than traditional hires.

TRADITIONAL CANDIDATE ONLY

worse < Quality of Hires > better

% of  
hires

DISPOSABLE EMPLOYEE MODEL

worse < Quality of Hires > better

% of  
hires
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The most common experience is 

businesses that are selective in their 

hiring but make no accommodation for 

the special needs often associated with 

people with criminal records. They 

follow the Undifferentiated Model. 

Those employees who succeed display 

the typical attributes of successful 

second chance hires: grit, 

determination, and loyalty. But without 

support, poor outcomes are just as 

likely: hires who have poor attendance, 

struggle with relationships with 

coworkers or supervisors, or relapse 

into substance abuse.

The final model, the True Second 

Chance Model, shows the full potential 

of hiring people with criminal records. 

Sourced and supported right, these are 

hires who more than repay the 

investment in adopting this model. They 

offer employers high engagement, low 

turnover, and strong productivity.

Many employers have had some experience in hiring people with 
criminal records. Although actual data on this second chance hiring 
is limited or simply nonexistent, the accompanying charts conceptu-
ally illustrate the outcomes experienced by companies with different 
approaches. There are, essentially, three models of hiring people with 
criminal records, only one of which concerns us.

TRADITIONAL CANDIDATE ONLY

worse < Quality of Hires > better

% of  
hires

TRUE SECOND CHANCE MODEL

worse < Quality of Hires > better

% of  
hires
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processes for people with criminal records, as well as those marginal-
ized by homelessness, addiction, and other social ills. The result of 
this model is that, relative to the overall workforce, the quality of 
these second chance hires “skews right”—in other words, this model 
creates a disproportionate number of above-average workers. It is not 
foolproof—there are still employees who are worse than average, but 
employers who have embraced this model reap the benefits outlined 
in Chapter Two: low turnover and high engagement, with resulting 
cost savings and productivity improvement (see Figure 10).

Figure 10: The Building Blocks of Success

The Key: Process and Par tners

Conceptually, the True Second Chance Model of employment could 
not be simpler. To achieve the benefits of sourcing loyal and engaged 
employees from the ranks of those with criminal records, companies 
need to develop and implement two sets of processes. The first system 
identifies who among the job-seekers are ready for employment, and 
the second system supports their continued employment. The reality 
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7

POLICIES FOR A 
SECOND CHANCE AND 
A THRIV ING ECONOMY

When employers view people who are in prison or 

otherwise touched by the criminal justice system as their 

future workforce, we’ll get better criminal justice policies. 

— J E F F  K O R Z E N I K

I
t may be obvious to you that the preceding six chapters contain 
little in the way of government policy recommendations. There’s a 

reason. I want to stick to my narrow area of expertise and experience. 
I often tell my friends active in criminal justice reform and workforce 
development that they work on the “supply” side of the labor market, 
while I’m trying to improve “demand.” Criminal justice reform is in-
credibly complex, and even well-meaning policies have boomeranged 
with unintended negative consequences. Nor do I go very far into the 
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There are “win-wins” possible in criminal justice reform. More re-
strictions do create more public safety in a vacuum. But more restric-
tions also lessen public safety when they impede the ability of people 
to gain the employment so critical to lowered recidivism. There is a 
trade-off. The relationship between these opposing outcomes is con-
ceptually illustrated in Figure 11, showing that public safety is opti-
mized when these factors are balanced.

Figure 11: The Tradeoff Curve

Along this curve, I have indicated my own belief that we are at a 
“win-win” point, where easing restrictions would enhance public 
safety. This is a very broad-brush statement. There are, of course, ju-
risdictions where this is not true, and there are specific areas of policy 
where this is not the case. But, by and large, looking at the sheer vol-
ume, breadth, and indiscriminate application of the collateral sanc-
tions, I think it is fair to say that we can do better.

Untapped Talent_FIN.indd   174 1/19/21   1:51 PM



APPENDIX A
J B M  A P P L I C A N T  S C R E E N I N G

Applicant Name: Inmate Number:

Date of Interview: Case Worker:

Area of Relocation: Shift Preferred:

Position Considered For: Potential Out Date:

Reliable Transportation? Stable Housing?

Referral Source: Charges:

How did you get here? What led to your incarceration?
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What makes you interested in JBM/position with us?

What are your top skills and/or strengths?

Do you have work experience? Externally or internally?

 OPI Experience

What does success look like to you?

Who is in your circle of support? Who is a healthy member, and who is not?

What have you learned about yourself 
while being incarcerated?

Classes/Certifications Completed

What are your triggers? How do you cope with your triggers?

How will you live differently? What is your relapse prevention plan?

© 2020 JBM Packaging
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APPENDIX B
O D R C  R E C R U I T I N G  D O C U M E N T

O D R C  P R ES E N TAT I O N  FA Q S

T HA N K  YO U  S O  M U C H  for partnering with us to bring employment 
opportunities to your current institution population. We are a pri-
vately owned manufacturing plant located in Lebanon, Ohio (greater 
Cincinnati region). We are looking forward to our upcoming recruit-
ing visit at your institution. Here is a list of FAQs in order to help you 
prepare for our time together.

What can you expect from us?
 f Two representatives from our HR team with “All Access” 

passes will come to present and interview
 f We will provide all of our own materials and handouts
 f The attached PowerPoint presentation (please let us know 

in advance if technology is not available)

What is a typical schedule?
 f First hour—group presentation and questions

Untapped Talent_FIN.indd   223 1/19/21   1:51 PM

 f Second and third (if needed) hour—individual speed 
interviews with interested candidates (approximately ten 
to fifteen minutes a piece)

Who are we looking to recruit?
 f Individuals committed to change
 f Individuals that are within six months of release
 f Individuals who are returning or relocating to one of the 

following counties: Warren, Hamilton, Clinton, Butler, 
Greene, Montgomery, or Clermont

 f Individuals who are detail-oriented, quality-focused, and 
able to stand for long periods of time

 f Individuals who are mechanically inclined (ideal but not 
necessary)

 f See jbmjobs.com for more information on open positions 
and requirements

Who are we NOT able to recruit at this time?
 f Individuals who have prior convictions involving 

domestic violence
 f Individuals who have prior convictions involving 

sexual acts
 f Individuals who have prior convictions involving 

aggravated murder
 f Individuals who have prior convictions involving 

extreme violence

* Note: we do also consider candidates case by case, especially if they
are referred.

Untapped Talent_FIN.indd   224 1/19/21   1:51 PM



 f Second and third (if needed) hour—individual speed 
interviews with interested candidates (approximately ten 
to fifteen minutes a piece)

Who are we looking to recruit?
 f Individuals committed to change
 f Individuals that are within six months of release
 f Individuals who are returning or relocating to one of the 

following counties: Warren, Hamilton, Clinton, Butler, 
Greene, Montgomery, or Clermont

 f Individuals who are detail-oriented, quality-focused, and 
able to stand for long periods of time

 f Individuals who are mechanically inclined (ideal but not 
necessary)

 f See jbmjobs.com for more information on open positions 
and requirements

Who are we NOT able to recruit at this time?
 f Individuals who have prior convictions involving 

domestic violence
 f Individuals who have prior convictions involving 

sexual acts
 f Individuals who have prior convictions involving 

aggravated murder
 f Individuals who have prior convictions involving 

extreme violence

* Note: we do also consider candidates case by case, especially if they
are referred.

Untapped Talent_FIN.indd   224 1/19/21   1:51 PM



What do we expect from you?
 f Appropriately passed inmates based upon the given criteria
 f A room large enough to comfortably seat the expected 

audience
 f A semi-private location to conduct interviews (ideally 

with three chairs and a table)
 f The provided PowerPoint presentation pulled up and 

displayed for use if possible
 f A sign-in sheet

What can you expect after we leave?
 f Follow-up by Ashley Caudill regarding qualified 

candidates with assigned case managers

© 2020 JBM Packaging
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APPENDIX C
FA I R  C H A N C E  C OA C H I N G  D O C U M E N T S

FA I R  C H A N C E  C OA C H I N G  C O M M I T M E N T

Team Member: Hire Date:

Welcome to JBM Packaging!

As your Change Coach, I want to CONGRATULATE you on tak-
ing an awesome next step not only in your career but also in your own 
personal journey toward a better life!

At JBM, we are all committed to providing “Better Solutions,” 
working toward “Better Lives,” and positively contributing to a 
“Better World.”

Our Fair Chance Coaching program is one-on-one coaching 
time with me, designed to deliver an extremely high level of account-
ability, loving support, and the right system, in order for YOU to 
make empowered decisions and to take bold action toward overcom-
ing barriers and achieving the goals that YOU set for your life.
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Saying “YES” to this coaching opportunity means showing  
up for yourself in a completely new way, mentally, spiritually, and 
physically.

This is the key to achieving everything you want in addition to 
asking for support and being open to new ways of thinking. PLUS, 
being willing to be challenged to go outside your comfort zone will 
help you to achieve your goals that much faster.

In order for you to get the most out of the Fair Chance Coaching 
experience, will you agree to make the following commitments?

Your commitment to the Fair Chance Coaching Program in-
cludes the following: 

 f To attend all weekly coaching calls or in-person meetings 
on time during your scheduled time for at least six months 
unless otherwise determined by the coach

 f To be present in our time together and free from 
distractions

 f To be authentic, honest, and open to a new way of living
 f To let me know about any personal situations that may 

interfere with our time together
 f To let it be OK not to know all the answers
 f To be willing to take risks, try new things, and stretch 

beyond your current understanding, even if it means that 
you will fail

 f To give yourself permission to fail but not to give up—
show grit

 f To take ownership and be responsible for your own results, 
which includes proactively asking for support, scheduling 
appointments, and using available resources
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A  P P E N D I X  C

f To be patient with yourself and just focus on the next one 
right thing

f To see every barrier as an opportunity and approach 
difficulties with a growth mindset

f To be willing to move from a victim to a victor
f To celebrate every win, achievement, and step forward 

(including the little ones)

My commitment to you includes the following:
 f To believe in you and your ability to overcome
 f To share in-depth information and knowledge with you so 

you can move forward
 f To allow you to be 100 percent authentic and fully YOU
 f To hold you accountable for the steps you commit to make
 f To be in integrity and honesty at all times
 f To hold high standards for you and for myself
 f To be a safe place for you to fall and get your words out
 f To collaborate and work WITH you to create innovative 

and creative action steps
 f To approach barriers WITH you and help you to find 

solutions and/or resources
 f To come alongside and help you to be the best version 

of yourself
 f To encourage your passion for a better world
 f To celebrate with you your every win, achievement, and 

step forward (especially the little ones)

In order to get the most out of our Fair Chance Coaching experience, 
I will agree to make the above commitments: 

 f Coach Name: 
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 f Signature:  
 f Date:  
 f TM Name: 
 f Signature:  
 f Date:  

© 2020 JBM Packaging

J B M  FA I R  C H A N C E  “ B E T T E R  L I V ES ”  P L A N

Contact  Information

TM Name: Date:

Contact Number:

Contact Email:

Shift:

Emergency Contact:
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Relapse Prevent ion

Signs of Trouble Plan of Action

Emotional Relapse

Mental Relapse

Physical Relapse

Suppor t  System

Name Contact Info

Supportive Professional

Supportive Peer

Supportive Mentor

Supportive Family Member

Other

Planning Ahead

Possible Problem Scenarios Plan of Action

1

2

3
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Shor t- term Goals

Goal Action Step

1

2

3

Long-term Goals

Goal Action Step

1

2

3

Office Information

TM Signature: Date:

Change Coach Signature: Date:
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FA I R  C H A N C E  W E E K LY  C H E C K - I N

Team Member: Date:

1. On a scale of 1 to 10, how firmly planted and comfortable do you feel? Why?

2. What went well this week?

3.  What could have gone better this week?

4. How did you cope with challenges this week?

5. Who did you reach out to for support and accountability this week?

6. What have you done to fill your bucket this week?
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7. What “One Step” are you willing to make this week toward a “healthier” you?

8. Who could help to hold you accountable to make this one step?

9. What roadblocks do you anticipate getting in the way of that step?

10. How can I help/support you this week?

© 2020 JBM Packaging
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APPENDIX D
R ES O U R C ES

T H E  C R I M I N A L  J U S T I C E  S Y S T E M  is a vast and complex topic. 
There are thousands of potential resources, including websites, books, 
and podcasts. The list of links provided below, far from exhaustive, 
includes resources of particular relevance as well as resources men-
tioned in this book. Stay tuned—this list will be updated on my web-
site: https://www.jeffkorzenik.com.

Background Reading and Information 
on the Criminal Just ice System

Alexandra Natapoff, Punishment without Crime: How Our Massive Misdemeanor 
System Traps the Innocent and Makes America More Unequal, New York: Basic 
Books, 2018.

Decarceration Nation podcast: https://decarcerationnation.com/.
John Forman Jr., Locking Up Our Own: Crime and Punishment in Black America, 

New York: Farrar, Strauss and Giroux, 2017.
John Pfaff, Locked In: The True Causes of Mass Incarceration, and How to Achieve 

Real Reform, New York: Basic Books, 2017.
National Inventory of the Collateral Consequences of Conviction, National 

Institute of Justice: https://nij.ojp.gov/topics/articles/
national-inventory-collateral-consequences-conviction.

Prison Policy Initiative: https://www.prisonpolicy.org/.
US Bureau of Justice Statistics: https://www.bjs.gov/.
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Nonprof i t  Par tners

American Jobs Center Locator: https://www.careeronestop.org/LocalHelp 
/AmericanJobCenters/american-job-centers.aspx.

Goodwill Industries Reentry Program: https://www.goodwill.org/
goodwill-for-you/services-for-formerly-incarcerated-individuals/.

Lionheart Foundation “State-by-State List of Re-Entry Programs for Prisoners”: 
https://lionheart.org/prison/state-by-state-listing-of-r
e-entry-programs-for-prisoners/.

Other listings of reentry programs by state:
Exoffenders: https://exoffenders.net/reentry-programs-assistance/.
Jobs for Felons Hub: https://www.jobsforfelonshub.com/reentry-programs/.
ReentryWorks.com: http://www.reentryworks.com/employment/Links.aspx.
For additional local resources, simply search for “reentry organizations” in your 

geography.

Implementat ion Guidance

Checkr, “Getting Started with Fair Chance: Hire, Onboard and Engage” course: 
https://learn.checkr.com/getting-started-with-fair-chance.

Collateral Consequences Resource Center, Restoration of Rights Project 
(state-by-state guidance on relief from collateral consequences): https: 
//ccresourcecenter.org/restoration/.

Dave’s Killer Bread Foundation Second Chance Playbook: https://www 
.dkbfoundation.org/playbook-3/.

National Employment Law Project, “A Healthcare Employer Guide to Hiring 
People with Arrest and Conviction Records”: https://www.nelp.org 
/wp-content/uploads/NELP-Safer-Toolkit-Healthcare-Employer-Guide- 
Hiring-People-with-Arrest-Conviction-Records.pdf. 

SHRM Foundation, Getting Talent Back to Work Digital Toolkit: https://www 
.gettingtalentbacktowork.org/.

US Equal Employment Opportunity Commission: https://www.eeoc.gov/laws 
/guidance/enforcement-guidance-consideration-arrest-and-conviction 
-records-employment-decisions.
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Second Chance Staf f ing and Job Boards

70 Million Jobs: https://www.70millionjobs.com/.
Cornbread Hustle (Dallas): https://cornbreadhustle.com/.
First Step Staffing (Atlanta; Nashville; Philadelphia; Duluth, GA; California): 

https://firststepstaffing.com/.
Honest Jobs: https://honestjobs.co/.
MaineWorks (Portland): https://www.maineworks.us/.

The Ar ts and a Second Chance Society

Die Jim Crow records: https://www.diejimcrow.com/.
Shakespeare in Prison Network: https://shakespeare.nd.edu/service 

/shakespeare-in-prisons/.
The Justice Arts Coalition: https://thejusticeartscoalition.org/.

Second Chance Restaurants and Food 
Businesses

All Square (Minneapolis): https://www.allsquarempls.com/restaurant.
beelove honey and honey-infused cosmetics: https://beelovebuzz.com/.
Blue Sky Bakery & Cafe (Chicago): https://www.blue-sky-bakery.org/.
Cala (San Francisco): https://www.calarestaurant.com/.
Café Reconcile (New Orleans): https://www.cafereconcile.org/.
Delancey Street Restaurant (San Francisco): http://www 

.delanceystreetfoundation.org/enterrestaurant.php.
DV8 Kitchen (Lexington, KY): https://dv8kitchen.com/.
EDWINS Restaurant (Cleveland): https://edwinsrestaurant.org/.
Homegirl Cafe (Los Angeles): https://homeboyindustries.org/social-enterprises 

/cafe/.
Hot Chicken Takeover (Columbus, OH): https://hotchickentakeover.com/.
I Have a Bean Coffee: https://www.ihaveabean.com/.
Social OTR (Cincinnati): https://socialotr.com/.
The King’s Kitchen (Charlotte, NC): https://kingskitchen.org/.
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