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The Corporate Coalition of Chicago, Cara
Plus and the Chicagoland Workforce Funder
Alliance have launched a business-led effort
to reduce barriers to hiring individuals with
criminal justice involvement. The heart

of this initiative is peer-to-peer learning,
action, and exchange among companies
who are committed to changing their talent
acquisition and support processes to
include those individuals. The goals of the
Fair Chance initiative are to demonstrate
and promote local models of successful
fair-chance hiring with a focus on the

internal changes employers must make;

WHAT PARTICIPATING
COMPANIES GAIN

The Fair Chance initiative creates a trusting

to build a cross-industry group of local
champions for fair chance hiring to scale
the effort; and ultimately to increase the
number of people with criminal records
gaining productive, family-supportive

employment.

The program uses the knowledge and
experience of companies already working
on these issues and the expertise of local
organizations who serve individuals with
criminal records; recognized experts in the
field; and national organizations, including

the Second Chance Business Coalition.

environment in which participants can

comfortably share experiences and challenges, learn from experts about potential
solutions, and receive support from others working on reducing barriers and expanding
opportunities. With program content developed to meet the specific needs of participating
companies, cohort members gain an understanding of internal roadblocks and how to
overcome them. They also have opportunities to share perspectives on organizational

partnerships and public sector programs that

will support their goals.

As cohort members reduce internal barriers and change their approaches to identifying,

assessing, onboarding, and promoting talent,

number of successful hires. And through this effort, they will contribute to building more

stable communities and a more vibrant, safe,

they widen their talent pool and increase the

and prosperous region.




COHORT MEMBERS

The first two cohorts represented a diverse mix of industries, company sizes, level of regulation,

and progress in their fair chance hiring journey. Some companies are Chicago-focused, while

others operate nationally or globally. All are committed to creating a more inclusive workforce

in the Chicagoland region. This diversity enriches the conversation between cohort members

and enhances the opportunity to learn from each other’s experiences. Our current cohort runs

through September 2024, and our third cohort will kick off in January 2025!

TOPICS COVERED

IN THE PROGRAMMING

Based on the common challenges that companies working on fair chance hiring tend to
face, in addition to specific challenges identified by cohort members, programming covers

the following themes:

Recruiting and building a talent pool:
Identifying and attracting the right
individuals, selecting and partnering with
workforce-focused nonprofits

Reframing concerns about regulatory
barriers: Flagging questions to ask,
understanding exemptions

Shaping inclusive background check
practices: Exploring how to “screen in”
and when to use background checks and
individualized assessments

Retention strategies: Offering wrap-around
supports in-house and through partners,
creating career pathways for advancement

Getting buy-in: Navigating staff and
customer concerns, engaging stakeholders
to change organizational practices

Developing an inclusive culture:
Promoting internal change, building a
trauma-informed environment

£J Compiling and reporting data:
Considering what data and metrics to
track, seeing how firms report progress
on fair chance efforts

£J Setting up talent for success:
Crafting a path for advancement
and long-term career potential

Launching a program: Walking through
how to design, resource and scale fair
chance efforts




HOW TO JOIN FUTURE
FAIR CHANCE COHORTS

To increase the likelihood of success, we recommend that firms participating:
Secure executive-level commitment

Commit to consistent internal leadership and participation in the full cohort meetings and
periodic check-ins with cohort facilitators, during the nine month cohort experience

Empower those participating in the cohort (ideally the CHRO or equivalent) to engage leaders
from across the company (e.g., legal, corporate communications, finance, government affairs,
etc.) as needed, to change policies and processes

Be willing to work collaboratively with fellow cohort members to identify solutions

Bring an action orientation to the work, identifying and pursuing practice changes during
the cohort

The cohort meets monthly for nine months and has access to expert support throughout the
experience. To build a trusting environment, participating staff must attend program sessions
consistently and agree to engage actively in sharing their challenges, ideas, and solutions.

There is no requirement to share data or company-specific information publicly.

There is no cost for participation for Corporate Coalition members.
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FOR MORE INFORMATION ABOUT THE PROGRAM OR
MEMBERSHIP IN THE COALITION, PLEASE CONTACT:

Steph Dolan | Fair Chance Hiring Program Director | steph.dolan@corpcoalition.org
Liana Bran | Director of Expansion Strategy, Cara Plus | Ibran@carachicago.org
Brian Fabes | Managing Director, Corporate Coalition of Chicago | brian.fabes@corpcoalition.org

Matt Bruce | Executive Director, Chicagoland Workforce Funder Alliance | mbruce@cct.org



