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I. Why This Survey?   
 

The prison system both in the United States and Connecticut is a 
constant revolving door through which thousands pass each and every year.  
Unfortunately, many of those entering our prisons are formerly-incarcerated 
individuals returning after failing to make it on the outside.  In Connecticut, 
well over half of released prisoners return to prison within three years of their 
release, thereby costing taxpayers millions of dollars.  

This revolving door is powered by the many difficulties faced by the 
formerly-incarcerated upon their release.  The primary obstacle is finding a 
job.  It has been reported that as many as 60% of ex-offenders do not hold 
legitimate employment one year after their release from prison.1  While the 
Bureau of Labor Statistics does not keep track of ex-offenders' employment 
numbers, a January, 2011 New York Times article referenced various studies 
that such unemployment rate is 50% or higher one year after release.2   

Statistics compiled by the Administrative Office of the United States 
Courts in Washington, D.C. indicate that employment is the critical factor in 
whether released inmates succeed with re-entry.  Of the 262,000 federal 
prisoners released between 2002 and 2006, 50% of those who were not able 
to secure employment during the period of their supervised release (generally 
2-5 years) committed a new crime or violated the terms of their release and 
ended up back behind bars. 3   However, 93% of those who found jobs 
throughout their supervised release period did not return to prison4  This 
statistic is astounding.  It suggests that our corrections system should be laser 
focused on securing employment for those released from prison. 

The under-employment of those under the supervision of our criminal 
justice system has severe economic consequences given the sheer number of 
ex-offenders in the United States.  In 2008, there were an estimated 5.4 to 6.1 
million ex-prisoners and 12.3 to 13.9 million ex-offenders (those with a 

                                                
1 Russell Sage Foundation, "What Employers Want:  Job Prospects for Less Educated 

Workers" by H. Holzer, 1986. 
 
2 "Jobs Harder To Find For Ex-Offenders", posted by Interfaith Worker Justice, July 2, 

2012.  http://www.iwj.org/faj/faj-headlines/jobs-harder-to-find-for-ex-offenders.  
 
3 "Project Hope Re-Entry Initiative" article found at https://www.justice.gov/usco-

sdal/programs/ex-offender-re-entry-initiative. 
 
4 Id. 
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criminal record who did not do time) in the United States.5  The under-
employment of this segment of the workforce, most of whom are male, was 
estimated to result in the loss of 1.5 to 1.7 million workers in 2008, which 
equates to a 0.8 to 0.9 percentage point drop in the overall employment rate.6 

The consequences of such a large percentage of the formerly-incarcerated 
being unable to find and hold down jobs upon their re-entry is staggering.  
The CEPR Study estimated that the United States economy loses $57 to $65 
billion annually due to the inability of ex-offenders to find jobs.7 

This survey sought to first identify the current practices and prevailing 
attitudes of large and small employers in Connecticut regarding the hiring of 
formerly-incarcerated job applicants.  In particular, the survey endeavored to 
understand the perceived risks or impediments that influence hiring decisions 
involving persons with a criminal history.  The survey also examined what 
incentives or other factors might enhance the prospects of ex-offenders 
landing jobs. 

Lastly, the survey considered possible reforms or initiatives that might drive 
better outcomes in terms of reducing recidivism and turning Connecticut's 
formerly-incarcerated population into productive, taxpaying members of 
their communities, thereby relieving some of the strains on Connecticut's 
criminal justice and correction budgets. 

II. Key Findings and Recommendations For Changing Outcomes 

 

Prior research strongly indicates that if an ex-offender can find and hold onto 
a job within the first year of release, he or she will not recidivate.  If we, as a 
society, are serious about providing meaningful second chances, reducing 
recidivism and re-integrating the formerly incarcerated, the key to driving 
such outcomes lies in enhancing the job prospects of ex-offenders.  The 
survey results suggest a number of specific reforms or initiatives that can 
enhance such job prospects. 

                                                
5 "Ex-Offenders and the Labor Market", Center for Economic and Policy Research, 

November, 2010 Washington, D.C. 2016 (the "CEPR Study"). 
 
6 Id. 
 
7 Id. 
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1. Match Pre- and Post-Release Training To The Needs 
Of The Job Market 

Over half (55%) of the respondents stated there were specific 
jobs for which they were having difficulty finding qualified applicants.  
Thirty-five percent of employers ranked finding skilled/qualified workers to 
be among their biggest challenges.  Three of four respondents indicated a 
willingness to consider hiring a person with a criminal record if qualified to 
perform the job the employer had trouble filling.  Seventy-one percent stated 
they would hire a person with a criminal record over someone with no 
criminal history if they were more qualified.   

Three in four employers also expressed a willingness to hire a 
formerly-incarcerated person if governmental grants were available to 
subsidize either salary or training costs for up to two years. 

Given these findings, the corrections system should endeavor 
to match training dollars to specific needs in the marketplace.  This can be 
accomplished through both pre-release and post-release training, coupled 
with internships with employers, who hopefully will hire the trainees 
permanently, particularly if the training costs are subsidized.  The alternative 
of re-incarceration at an annual cost of $51,000 is hardly attractive, especially 
in the case of non-violent, victimless offenders. 

2. Provide Tax Credits And Underwrite Healthcare Costs 

Seventy-three percent of respondents indicated a strong 
willingness to hire a person with a criminal record if tax credits were given 
or healthcare coverage was provided or subsidized for up to two years. 

3. Expungement Of Criminal Records 

While one in four employers stated they have a policy in place 
not to hire persons with a criminal record, 6 in 10 employers do not believe 
that an applicant with a past record of drug possession is too risky to hire.  
Sixty-three percent of respondents believe that those who have been drug- 
and crime-free for at least three years should be eligible for hire without 
regard for their prior criminal history.   

“Three of four 
respondents 
indicated a 
willingness to 
consider hiring a 
person with a 
criminal record if 
qualified to 
perform the job the 
employer had 
trouble filling.” 

“one in four 
employers stated 
they have a policy 
in place not to hire 
persons with a 
criminal record,” 



 

5 

Such results found that ex-drug offenders and non-violent 
offenders who have stayed clean and kept out of trouble for three years should 
have their records expunged.  The interests of the employer are sufficiently 
protected by their own drug-testing practices.  Drug-screening is utilized by 
over half of the respondents (54%). 

4. Legislative Reforms 

The survey found overwhelming support (97%) on the part of 
the business community for the notion that persons with a non-violent or 
victimless criminal background deserve a second chance.  This sentiment is 
driven, in part, by the desire to turn a "ward of the State" into a productive 
member of the community (95%). 

So how can Connecticut seize on this core belief to pass 
legislation that may promote the outcome of converting the formerly-
incarcerated into productive, taxpaying members of their communities? 

First, there is broad support (77%) for providing employers 
with civil and criminal immunity for claims arising from the actions of ex-
offenders while on the job.  This would insulate employers from suits for 
negligent hiring or supervision.  Forty-one percent of survey respondents 
cited legal liability as being among the biggest challenges to hiring applicants 
with a criminal record.  Immunity helps redress such concerns and the view 
of many employers (42%) that hiring ex-offenders is "too risky". 

Second, 67% of respondents believe employers should have a 
good faith business reason for declining employment to a person with a 
criminal record.  About half (52%) of respondents support legislation making 
it illegal to discriminate against ex-offenders, except under circumstances 
where it can be shown that the crimes for which the person was convicted 
pose an undue risk to the employer's staff, customers, property or business 
goodwill.  At the same time, 61% of respondents believe an employer should 
have complete discretion to decline employment to a person with a criminal 
history.  These latter two responses appear at odds.  One way to reconcile 
them may be to make it unlawful to discriminate without justification against 
the formerly-incarcerated, but not create a private remedy or cause of action 
(including before the Connecticut Commission on Human Rights (“CHRO”)) 
against employers who violate such law.  This would leave enforcement up 
to the prosecutorial discretion of state authorities.  Such legislation would 
nevertheless serve as a strong policy statement in support of the hiring of ex-
offenders.  At the same time, employers would not feel threatened by the 
prospect of a new rash of employment litigation. 
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The survey responses, coupled with the fact that 75% of respondents conduct 
criminal background checks, underscores the importance of expunging 
outdated criminal records of those formerly-incarcerated who have been 
drug- and crime-free for an extended time period. 

“75% of 
respondents 
conduct criminal 
background 
checks” 


