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This book is provided for educational and informational purposes only. It is not intended to constitute legal advice, financial advice, employment advice, or professional counseling of any kind.

Laws, regulations, and employment practices vary by jurisdiction and may change over time. Readers are encouraged to consult qualified legal, employment, or financial professionals regarding their specific circumstances.

The author makes no guarantees regarding employment outcomes, income, job placement, or legal results. Any actions taken based on the information contained in this book are taken at the reader’s own discretion and risk.
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The author shall not be held liable for any losses, damages, or consequences—direct or indirect—arising from the use or application of the information contained in this book.
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1. Introduction
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Reentering society after incarceration presents unique challenges, but building a good career is achievable with strategy, confidence, and the right systems.

This book blends corporate job-search concepts with practical guidance designed for individuals with a felony conviction.

––––––––
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You’ll find:

• Industries that hire

• Resume and application templates

• Interview scripts

• Daily routines and job-search systems

• Income ideas beyond traditional employment

• State-level licensing rules

• Motivation + mindset rebuilding tools

• Worksheets and templates

This guide is your complete roadmap.
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2. UNDERSTANDING YOUR LEGAL RIGHTS[image: 2BC7E45B-5D12-4FF0-B07D-FE97D8085DB9.png]


Federal Protections
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• FCRA (Fair Credit Reporting Act): Ensures background checks are accurate and gives you the right to dispute errors.

• EEOC Guidelines: Employers must consider rehabilitation, time passed, job relevance, and nature of offense.

• Disparate Impact Protections: Employers cannot blanket-reject people with records if it disproportionately affects protected groups.
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Ban-the-Box Laws
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Some states prohibit employers from asking about criminal history on initial applications.

• No criminal-history questions before interview

• No background check until conditional offer

• Required individualized assessment
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States WITHOUT Ban-the-Box
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Alabama, Arkansas, Florida, Georgia, Idaho, Iowa, Kansas, Kentucky, Louisiana, Mississippi, Nebraska, North Dakota, Oklahoma, South Carolina, South Dakota, Tennessee, Texas, Virginia, Wyoming
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Your Responsibilities

[image: ]




• Know when disclosure is required

• Never lie when a question is direct

• Practice your explanation script


•  Keep copies of all background reports



––––––––
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WHY LEGAL KNOWLEDGE IS YOUR FIRST ADVANTAGE

––––––––
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Most people with a criminal record walk into the job market already defeated.

They assume they have no rights, no leverage, and no protection.

That assumption is wrong.

––––––––
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The truth is this:

You have more legal protection than you think — but only if you understand it and use it correctly.

Employers are allowed to consider criminal history.

But they are not allowed to:

• Use false or outdated information

• Apply blanket bans without review

• Discriminate unfairly

• Ignore rehabilitation and time passed

• Violate state and federal procedures

Understanding your rights does not guarantee you a job.

But it prevents illegal rejection and gives you the power to challenge unfair treatment.

This chapter explains:

• What employers are legally allowed to do

• What they are NOT allowed to do

• When background checks can happen

• When you must disclose


•  How to protect yourself from unfair denials



––––––––
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HOW BACKGROUND CHECKS ACTUALLY WORK

––––––––
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Many people believe background checks are instant and perfect.

They are not.

Most employers use:

• Third-party reporting companies

• Private databases

• Public court record searches

• Multi-state criminal repositories

These systems often contain:

• Old charges that were dismissed

• Records belonging to someone else

• Expunged cases still showing

• Incomplete dispositions

• Duplicate entries

In many cases, the background report is wrong.

This is exactly why the Fair Credit Reporting Act exists.

FCRA: YOUR MOST IMPORTANT LEGAL SHIELD

––––––––
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The Fair Credit Reporting Act (FCRA) is one of the strongest protections you have.

Under FCRA, you have the right to:

• Be notified before a background check is run

• Give written consent before the check

• Receive a copy of the report if it is used against you

• Dispute incorrect or outdated information

• Have errors corrected or removed

Pre-Adverse Action Rule

Before an employer rejects you because of a background check, they must:


	Notify you they may take adverse action

	Give you a copy of the report

	Give you time to dispute errors



If an employer rejects you without doing this, they may be violating federal law. 

This alone can protect thousands of applicants every year.

EEOC GUIDELINES: WHY “ONE STRIKE AND YOU’RE OUT” IS ILLEGAL

––––––––
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The Equal Employment Opportunity Commission (EEOC) created rules specifically to protect people with records.

Employers are required to consider:
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Nature of the offense
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Was it violent? Financial? Drug-related? Non-violent?
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Time passed
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How long ago did it happen?

Five years ago matters very differently than twenty years ago.
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Job relevance
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Does the offense actually relate to the job?

Example:

A theft conviction may matter for a bank job.

It usually does not matter for construction, warehouses, or manufacturing.
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Evidence of rehabilitation
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Employers must consider:

• Work history

• Training

• Certifications

• References

• Time without reoffending
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Individualized Assessment
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Employers are expected to review each applicant individually.

Blanket bans such as “we don’t hire felons” are often illegal when applied broadly.

DISPARATE IMPACT: A POWERFUL BUT UNKNOWN PROTECTION

––––––––
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Disparate impact laws protect against policies that appear neutral but unfairly harm protected groups.

If a company automatically rejects all applicants with records, and this policy:

• Disproportionately affects certain racial or ethnic groups

• Is not directly related to job safety or necessity

Then the policy may be illegal, even if applied equally.

This protection is rarely discussed, but it is one of the strongest civil rights tools available.

––––––––

[image: ]


BAN-THE-BOX: WHAT IT REALLY MEANS FOR YOU

––––––––
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Ban-the-Box laws do not prevent background checks.

They simply delay them until later in the hiring process.

The purpose is simple:

• Let employers evaluate your skills first

• Prevent automatic rejection at the application stage

• Increase interview opportunities

In Ban-the-Box states, employers usually must:

• Remove criminal history questions from applications

• Delay background checks until after interviews or offers

• Conduct individualized assessments

This gives you the chance to:

• Impress the employer

• Build rapport

• Explain your history in person

• Show rehabilitation

––––––––
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WHAT HAPPENS IN STATES WITHOUT BAN-THE-BOX

In states without Ban-the-Box:

• Employers may ask about records on applications

• Background checks may occur earlier

• Automatic filtering is more common

However:

Even in these states, employers must still:

• Follow FCRA rules

• Follow EEOC guidelines

• Avoid discriminatory practices

• Provide pre-adverse action notices

Lack of Ban-the-Box does not mean lack of protection.

WHEN YOU MUST DISCLOSE (AND WHEN YOU SHOULD NOT)

––––––––
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Disclosure rules vary by state and employer.

In general:
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You MUST disclose when:
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• The question is asked directly

• The form requires felony convictions

• The employer runs a formal background check
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You should NOT volunteer information when:



[image: ]




• The application does not ask

• The interview does not raise the issue

• The employer is in a Ban-the-Box jurisdiction

Oversharing often causes rejection.

Silence is not lying.

Lying is intentionally giving false information.

WHY LYING IS THE FASTEST WAY TO LOSE A JOB OFFER

Many applicants lose offers not because of their record — but because they lied.

Employers will often forgive:

• Old convictions

• Non-violent offenses

• Long-past mistakes

They almost never forgive:

• False answers

• Hidden cases

• Inconsistent stories

If the background check reveals a lie:

• Offer is rescinded immediately

• You may be permanently blacklisted

• Trust is destroyed

Honesty, when done correctly, protects you.

HOW TO BUILD YOUR LEGAL PAPER TRAIL

Every applicant with a record should maintain a personal background file.

You should keep:

• Copies of all background check reports

• Court dispositions

• Expungement orders

• Certificates of completion

• Parole or probation discharge papers

This allows you to:

• Dispute incorrect reports

• Prove case outcomes

• Show rehabilitation

• Protect yourself legally

QUICK RIGHTS CHECKLIST

Use this checklist before every serious job application:

✔ Did you authorize the background check?

✔ Were you given a copy of the report?

✔ Were you given time to dispute errors?

✔ Was the offense relevant to the job?

✔ Was an individualized assessment done?

✔ Did the employer follow state law?

If the answer is “no” to any of these, your rights may have been violated.
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CHAPTER SUMMARY
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Your criminal record does not erase your legal rights.

You are protected by:

• Federal law

• Civil rights rules

• Fair hiring standards

• Due process requirements

The more you understand these protections, the less power employers have to unfairly reject you.

In the next chapter, we will focus on how to rebuild your work history and present yourself as a strong candidate — regardless of your past.
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3. INDUSTRIES THAT HIRE FELONS[image: 18041963-8343-4BAC-A8B2-28273C40C35D.png]
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High-Opportunity Fields:

• Warehousing & Logistics – forklift, picker/packer, shipping.

• Manufacturing – assembly, machine operation, QA.

• Construction & Skilled Trades – carpentry, roofing, HVAC.

• Transportation – CDL trucking, delivery, shuttle driving.

• Hospitality – hotel staff, housekeeping, maintenance.

• Food Service – cook, prep, dishwasher, catering

• Temp Agencies – staffing firms that accept applicants with records.

• Tech Support / Call Centers – remote & entry-level roles.

• Landscaping & Outdoor Work – lawn maintenance, tree service


•  Retail & Customer Service – varies by employer.



WHY INDUSTRY SELECTION MATTERS MORE THAN YOUR RECORD

––––––––
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One of the biggest mistakes people with records make is applying randomly.

They send out dozens of applications without understanding a simple truth:

Some industries routinely hire people with records.

Others almost never do.

Success in the job market is not only about your qualifications.

It is about choosing the right battlefield.

Certain industries:

• Face constant labor shortages

• Value reliability over background
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