
 

Information Complied by National Employment Law Project, April 2015 
 

 

Research Shows “Banning the Box” Effective at Boosting Employment 

After incarceration, we expect people to work, pay restitution and support their families. Although most people 

re-entering society want to do exactly this, millions of Americans frequently encounter barriers to employment. In 

Colorado, many residents experience unemployment, food insecurity, and housing instability, as a collateral 

consequence of having a criminal record. By inhibiting re-entry into the workforce and limiting one’s ability to 

earn an income, these obstacles often affect entire families, thereby fueling both poverty and recidivism rates.  

In light of these problems, the Colorado Center on Law and Policy is supporting HB 1388, which will address 

recidivism rates by providing new economic opportunities to individuals and families who encounter barriers to 

employment. The Responsible Re-entry campaign will focus on addressing preliminary obstacles to employment 

through “Ban the Box” legislation, which would require most private employers to postpone conducting criminal 

background checks until after an applicant has had an opportunity to interview.  

Data demonstrates that this reform is an effective approach to increase employment rates. 

 

 

Fair Chance Policies Have Proven Effective 

  After the City of Minneapolis implemented its policy, they found that removing the criminal disclosure box from 

initial applications and postponing background checks until a conditional offer of employment was made 

decreased the amount of transactional work for City staff, did not slow down the hiring process, and resulted in 

more than half of applicants with convictions being hired.i 

 As a result of its new criminal disclosure policy, 10 percent of the City of Atlanta’s hires between March and 

October of 2013 were people with records.ii 

  In Durham County, North Carolina, the number of applicants with criminal records recommended for hire has 

nearly tripled in the two years since its “ban the box” policy passed, with the resulting number of hires increasing 

from 35 to 97. On average, 96.8 percent of those with records recommended for hire ultimately get the job.iii 

 Studies have shown that if hiring discrimination takes place, it is most likely (76 percent) to take place at the first 

interaction: the submission of a job application. Applicants who indicate a criminal record on these applications 

are much less likely to get a call-back: 34 percent of whites without a record were contacted, while only 17 

percent of those with a record did; and among African Americans 14 percent without a record got a callback, but 

only 5 percent one of African Americans with a criminal record heard back from the potential employer.iv 
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Personal Contact and Context Put a Criminal Record in Perspective, Giving Applicants a Fair Chance 

 A survey of California employers found that if they knew the nature of an offense, their willingness to consider 

hiring a worker varied significantly, with 23 percent willing to hire a person with a drug-related felony, and 84 

percent willing to consider applicants with a misdemeanor offense, but a blanket prohibition on hiring those with 

a “criminal record” does not allow for this kind of qualitative assessment.v 

  In a study in which test pairs of potential workers, one with a criminal record and one without, applied for jobs 

researchers found that having personal contact with the potential employer reduced the negative effect of a 

criminal record by approximately 15 percent.vi 

  In a study released in 2014 of how hiring managers consider job applicants with criminal records, one of the 

central themes of the employers’ accounts of hiring was that applicants can compensate for their criminal records 

based on their personality and ability to make in-person contact with hiring authorities.vii 

 

Ban the Box Helps Employers Find Valued Workers 

 One study of former prisoners found that 8 months after release, 80 percent of employed respondents said that 

their employers knew about their criminal record but that they were satisfied with their work and their wages.viii 

 Evolv, a company that evaluates large amounts of human resources statistics to help companies profile 

successful employees, has found that “employees with criminal backgrounds are 1 to 1.5 percent more productive 

on the job than people without criminal records.”ix 
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