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I.

Introduction

As part of the 2025-2027 Plan, the Program Administrators (“PAs”)! committed to reviewing
background check requirements and addressing opportunities for returning citizens to work in the
Mass Save® programs while appropriately protecting the safety and security of participants. To
that end, the PAs agreed to:

Meet with workforce advocates, including Browning the Green Space and Action for
Equity, as well as the AGO and DOER, to solicit input, suggestions, and ideas; and
Develop a common set of principles for addressing opportunities for returning citizens on
or before January 2026. The PAs agreed to develop these principles under the guidance of
applicable legal requirements and jurisdictional authorities, as well as our own policies and
procedures and to publish these principles on or before January 2026.2

This document summarizes engagement with workforce advocates on these topics, key themes
from these discussions, and articulates a common set of principles and next steps for addressing
opportunities for returning citizens to work in the programs while appropriately protecting the
safety and security of participants.

IL.

Stakeholder Engagement
A. List of Stakeholders Engaged

The PAs met with the following list of stakeholders across more than 10 meetings held in

2025 to solicit input, including:

Action 4 Equity

The Attorney General’s Office (“AGO”)

Benjamin Franklin Cummings Institute of Technology
Browning the Green Space

City of Boston — Office of Returning Citizens

Contractors

The Department of Energy Resources

Dorchester Bay Economic Development Corporation

The Executive Office of Energy and Environmental Affairs

The PAs include: The Berkshire Gas Company, Cape Light Compact JPE (the Compact), NSTAR Electric

Company, NSTAR Gas Company, and Eversource Gas Company of Massachusetts, each d/b/a Eversource Energy,
Liberty Utilities Corp. (New England Natural Gas Company) d/b/a Liberty, Massachusetts Electric Company,
Nantucket Electric Company, Boston Gas Company, each d/b/a National Grid, and Fitchburg Gas & Electric Light
Company d/b/a Unitil.

As a part of this effort, the PAs agreed to consider examples of common fact patterns provided in legal guidance

and how they may address them. Each PA is responsible for making its own decisions regarding individual
applicants —consistent with its corporate policies, the principles noted above and the law, and its own internal
review and determination based upon the matter specific facts. Each PA’s decision will consider the context of the
specific situation and business interest. For example, what was the nature of the conviction, what is the position
the individual is applying for, and does it entail unsupervised customer contact, etc.?
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Emerald Cities Collaborative

Envoy Advisory

LISC

My Brother’s Keeper Boston

Prophetic Resistance

Urban League of Massachusetts
Volunteers of America — Massachusetts

The PAs also held several discussions with the Energy Efficiency Advisory Council’s

Equity Working Group in November and December, 2025 and January, 2026 to update them on
progress and hear feedback. The PAs are grateful to these stakeholders for their engagement; the
PAs found these discussions to be incredibly invaluable.

B. Key Themes

Several important themes and suggestions were identified through these discussions, which

are summarized below:

Efforts should focus on facilitating opportunities for any applicant with Criminal
Offender Record Information (“CORI”) (aka “justice-involved individuals”) rather
than formerly incarcerated individuals specifically: Over the course of discussions with
workforce advocates and the equity working group, stakeholders clarified that the goal of
these efforts should focus on facilitating opportunities for those with a CORI rather than
focusing exclusively on formerly incarcerated individuals or returning citizens as the PAs
had previously understood.

Fair Chance practices and principles are a way to integrate standards into hiring
practices: Several discussions requested that the PAs undertake efforts to understand “Fair
Chance” hiring and to utilize fair chance approaches in their policies and procedures, such
as that background check requirements should be aligned with the individual role and that
decisions should be made based on convictions.

Review job categories for specific needs and opportunities: Multiple stakeholders and
entities recommended that a common approach in this work is to look at the various job
categories that may be available and to identify the particular needs and opportunities for
each category. This approach can allow an employer to open up additional opportunities
while ensuring policies meet the employer’s needs. For example, in the Massachusetts
Gaming industry, background check requirements were removed for many positions, but
kept in place for positions that directly handle money.

Test out an initial approach to build success, learnings, and experience: Several entities
discussed the idea of using a pilot or focusing on a narrower band of opportunity in order
to build success, learnings and experience. For example, some contractors and grassroots
organizations noted that other background check requirements, such as those associated
with advertising on Google and state construction jobs, were important to their hiring
decisions. Testing an initial approach for placing candidates in the workforce will provide
a better understanding of all the factors at play.



¢ Consider partnering with organizations who have experience working with returning
citizens, including providing training and wraparound support: The PAs spoke with
several local partners who are engaged in vetting applicants and providing training and
support services. In these discussions, stakeholders emphasized that wraparound services
and support can help to ensure success for candidates and employers. Such support ranges
from behavioral health and transportation and housing support to soft skills development
and assistance with getting a Massachusetts ID.

¢ Lack of publicly available information on background check requirements and
processes discourages applicants who would pass a CORI check or who could request
additional review: the PAs heard from several advocacy groups that lack of clarity around
background check requirements and process can lead to assumptions that any flag that may
show up on a background check would lead to automatic failure. Thus, the lack of clarity
preemptively limits opportunities that applicants or employers could pursue.

¢ Specific needs and approaches are likely to vary by industry and employer: For
example, several stakeholders had worked with the Gaming Commission in Massachusetts
to open up job opportunities for new casinos. The specific needs were different but some
of the learnings are applicable. For example, the needs in the gaming industry appeared to
be different in that jobs were on location at the employer business site rather than at
customer locations. Similarly, there was a new opportunity for casinos at the time and lack
of qualified candidates, rather than the more steady state of the Energy Efficiency programs
and workforce needs. Despite these key differences, this is a helpful local example
involving some of the same stakeholder entities.

Additionally, other stakeholders the PAs engaged with also have valuable experience
working on these issues. For example, Envoy has worked with multiple other utility companies
across the country to evaluate needs and policies. There is a Second Chance Business Coalition,
which includes many large national entities, that provides guidance, support and information
sharing for engaged partners. Staff from the AGO also provided the PAs with guidance materials
and input.

The next section provides further background on workforce needs, describes which
contractors and vendors are subject to PA background checks, and the requirements and process
for those checks.

ITII. Legal and Programmatic Background

A. Workforce Needs

The PAs have been working with the Massachusetts Clean Energy Center (“MassCEC”) to
align their support for underrepresented businesses and individuals with a contractor development
pathway, wrap-around services, and training opportunities that focus on identified areas of need,
including HVAC contractors, electricians, and plumbers/pipefitters.



B. Who is Subject to PA Background Checks

At the outset, it is important to understand that contractors who are not hired directly by
the PAs or their Lead Vendors are not subject to PA background checks. These contractors include,
for example, Heat Pump Installer Network (“HPIN”) contractors;® contractors that support
installation of windows, batteries, heat pump water heaters (aka plumbers/pipefitters) and
remediate barriers (e.g., electricians); contractors participating in Customer Directed Options (e.g.,
through the small business program); and HERS raters. These contractors are expected to support
approximately 75% of all residential and low-income heat pump jobs under the 2025-2027 Three-
Year Plan.* Thus, there is both a high level of overlap between the workforce needs identified by
the programs and the types of contractors that are not subject to PA background checks.

By contrast, vendors and contractors that are contracted directly by the PAs or their Lead
Vendors and have direct contact with customers (on their property or in their home/business) or
access to customer records are generally subject to PA background checks. These vendors and
contractors include all lead vendors and their direct subcontractors, for example, vendors and
contractors that support the Residential Turnkey Services, Low-Income, and Small Business
Turnkey programs. These vendors and contractors are expected to support approximately 25% of
all residential and low-income heat pump jobs under the 2025-2027 Three-Year Plan,’ although it
is possible that there is some overlap between HPIN contractors, electricians, and
plumbers/pipefitters supporting these programs and the open market programs noted above.

C. Background Check Requirements and Process
1. Legal Requirements
As Massachusetts employers, the PAs and their vendors are required to comply with

Massachusetts law regarding criminal background checks. For example, they are prohibited from
asking about an applicant’s criminal history on an initial job application or from requesting that an

While the PAs have verified the technical qualification of HPIN contractors to perform such work, the PAs make
clear that they have not conducted background checks of such contractors and advise customers to undertake their
own due diligence assessments of such contractors and their employees before contracting with them. Program
websites explicitly state that:
The contractors that participate in the Mass Save® Heat Pump Installer Network have provided proof of
EPA certification and insurance in the state of Massachusetts and have completed heat pump installation
training. The Mass Save Sponsors do not endorse or warrant the performance of installed or serviced
equipment and do not make any representations or warranties regarding the services provided by these
contractors.

As part of the 2025-2027 Plan, the PAs aim to support installation of heat pumps through the rebate pathway in
over 65,000 homes out of a total of more than 87,000 homes over the term. Contractors supporting these
installations are not subject to PA background checks for this work.

As part of the 2025-2027 Plan, the PAs aim to support installation of heat pumps through the low- and moderate-
income turnkey offers in over 21,800 homes out of a total of more than 87,000 homes over the term. Contractors
supporting these installations are subject to PA background checks for this work.


https://www.masssave.com/en/residential/find-a-contractor/find-a-heat-pump-installer
https://www.masssave.com/en/residential/find-a-contractor/find-a-heat-pump-installer

applicant provide a copy of their own criminal history information in later stages of the process.
G.L.c. 151B, §§ 4(9) & 4(9 1»).°

Additionally, they are not permitted to ask about the following types of criminal history

information during any part of the hiring process, including:

e Criminal arrests or detentions that did not result in conviction;

e A first conviction for drunkenness, simple assault, speeding, minor traffic violations, affray,
or disturbing the peace;
e Misdemeanor convictions that occurred more than three years ago (unless the applicant has

had subsequent convictions in the last three years); and
e Juvenile, sealed, or expunged cases. G.L. c. 151B, § 4(9).

Finally, where they choose not to hire an applicant based on their criminal history
information, they must notify the person, provide a copy of the criminal history information,
explain which part of that information forms the basis for their potential decision, and provide the
applicant with an opportunity to rebut the accuracy of the information. 803 CMR 2.20.

2. PA Criminal Background Check Policies and Requirements

This section, along with Appendices, provides detailed and publicly accessible information
on the Background Check Policies and Requirements of the PAs (See Stakeholder Requested
Approach #2). Table 1 below summarizes how PA requirements compare to the approaches

requested by stakeholders.

Table 1: Alignment between Stakeholder Requested and PA Approaches

Stakeholder Requested
Approach

PA Approach

Note/opportunities for
further review

1. Decisions are based on
convictions, not arrests
or non-convictions

v Aligned - Screening and decisions are
based on convictions, as opposed to
arrests or outstanding warrants.”

2. Standards are explicit,
written, and publicly
accessible

v" Aligned - See Appendices for further

details

An employer may, however, request or receive criminal history information from another source, including via

performing a CORI check. See Bynes v. School Comm. of Boston, 411 Mass. 264, 269 (1991).

7 Note that Liberty Utilities, a small Gas PA, does consider active/ outstanding warrants for misdemeanors and
felonies in its review for its own contractors. However, because Liberty relies on National Grid’s review for all
residential and low-income programs these requirements only apply to a few contracts/ contractors.
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Screening applies to
individual workers,
not entire companies

v Aligned - Screening applies to

individual workers

. Background checks
are work situation/job
related

v" Aligned - background checks are

required for employees of entities that
are contracted or subcontracted with
the PAs. Level 2 background checks,
which include criminal background
checks, are required if the individual
will have direct contact with
customers on their property or in their
home/business, and/or if the individual
will have access to non-public
customer information or records. See
Appendices for further details.

. Each individual job
category should be
reviewed and
background policies
should be
individualized to those
job categories

v" Aligned but with a different approach

- Jobs requiring background check are
defined as articulated above and in
Appendices. Any other jobs are not
subject to background policies. For
those jobs that do require background
checks, there is an additional process
of individual review or exception,
where the PA can take into account
additional attributes of the individual
and the specific job.

. Background checks
should be done later in
the process, after the
decision to make an
offer

v’ Partially Aligned - The PAs and their

vendors and contractors comply with
Massachusetts law, which prohibits an
employer from requesting criminal
history information on an initial job
application. Beyond this requirement,
it is at the discretion of the contractor
or vendor to decide at exactly what
point they move forward with a
background check. Typically the
background check occurs following an
offer or a conditional offer.




7. Develop a new system| - Not Aligned - The Contractor or This ask is a

of “certification” that Subcontractor hiring the individual is substantial new
would certify an responsible for meeting the administrative
individual for a background check requirements effort.

number of years even during their hiring process and, in

if they switch most cases, maintain records. Each PA

employers undertakes its own assessment of

background check requirements as
described below.

8. Align with v' Aligned - The PAs have reviewed
Background Policies background check requirements for
used by other public the City of Boston, the Department of
entities Public Utilities (“DPU” or

“Department”) with respect to
Transportation Network Drivers
(“TNDs”), and the Executive Office of
Health and Human Services and the
policies and approaches are
substantially aligned. In addition, PA
background check policies meet all
applicable laws and requirements.

All employees of contractors and vendors who are directly contracted or subcontracted with
the PAs and perform services for the programs must verify their identity and legal right to work in
the United States (also referred to as “Level 1 background check requirements”). However, only
applicants or employees that will have direct contact with customers on their property or in their
home/business, and/or access to non-public customer information or records must undergo
criminal background checks (also known as “Level 2 background check requirements”)
(Stakeholder Requested Approaches 3 & 4). In these instances, criminal checks must include
information for all jurisdictions in which each applicant/employee lived and worked for the past
seven years. Thus, criminal check screening requirements are specific to individual workers and
are directly related to the type of work being performed. By law, the contractor or vendor initiates
the criminal background check process following the initial application stage; this is typically
following an offer or a conditional offer (Stakeholder Requested Approach #6).%

It should be noted that contractors and vendors are free to hire anyone regardless of their criminal background;
provided, however, that only such individuals who have passed a PA background check may have direct contact
with customers on their property or in their home/business, or access to non-public customer information or
records, or perform services for the programs.



a. Suitability Standards and Review Processes

The suitability standards and review processes for such applicants vary slightly across PAs
and are described in detail below. Despite some differences, these approaches provide an
opportunity for individualized review of the applicant that takes into account the nature of the
offense, its relationship to the position, the applicant’s efforts at rehabilitation, and other factors
specific to the individual and the role for which they are being hired (Stakeholder Requested
Approach #5). In almost every instance, determinations are made based on whether a candidate
was convicted of a particular crime within the past 7 years as described further below (Stakeholder
Requested Approach #1).

i.  Eversource

For Eversource, any background check that uncovers a felony conviction within the past 7
years or a misdemeanor conviction for violence, drug possession, or computer crimes within the
past 3 years results in a failed check. Contractors may request an exception for any candidate that
fails a background check. In determining whether to grant an exception, Eversource considers the
relevance of the crime committed in relationship to the work being performed; the number of
convictions; the nature, severity, and length of time since the crime was committed; evidence of
rehabilitation; and whether authorizing the Contractor employee to support customers through the
programs would pose an unreasonable risk to the safety of customers. For example, if a candidate
failed a background check due to a misdemeanor conviction that the Contractor felt was irrelevant
to his or her work insulating customer homes they could request an exception and provide a
rationale for why that conviction was unrelated to their work and did not pose a risk to customers.
See Appendix A for further details on Eversource’s background check policies, requirements, and
suitability standards.

ii.  National Grid

For National Grid, any background check that uncovers a misdemeanor, a felony, or a sex
offender registry hit must be assessed via the eight-factor legal framework below. These
requirements are based on the MA Criminal Offender Records Information Act (CORI) and New
York City’s Human Rights Law, Local Law 4 of 2021, which is also known as the “Fair Chance
Act,” and is generally considered to be a good practice in fair chance hiring. They include:

e the facts or circumstances surrounding the offense or conduct;

e the number of offenses for which the individual was convicted;

e age at the time of conviction, or release from prison;

* evidence that the individual performed the same type of work, post-conviction, with the
same or a different employer, with no known incidents of criminal conduct;

* the length and consistency of employment history before and after the offense or conduct;

e rehabilitation efforts, e.g., education/training;

9 For further details, see “Fair Chance Act - Information for Employers,” available at
https://www.nyc.gov/assets/cchr/downloads/pdf/publications/FCA -info-for-employers-2021.pdf.
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e employment or character references; and
e any other information regarding fitness for the particular position.

For example, in the case of a recent conviction for a violent crime where a candidate may access
customers’ homes or a recent conviction involving fraud where the candidate will have access to
customer information, the PA would request further information from the contractor regarding the
legal factors discussed above in order to conduct an individualized assessment to determine if the
prior conviction has a direct correlation with the project assignment sought or presents an
unreasonable risk to public safety, which could disqualify an applicant for a particular project with
the PA. It is also important to note that while a candidate may be disqualified for a particular
project with the programs, that disqualification does not apply to his/her placement on another
project with another client, or for similar work being performed outside of services contracted
directly with the PAs. Please see Appendix B for further details on National Grid’s approach and
requirements.

To minimize the burden on contractors serving customers through the Residential Turnkey
Solutions program and the low-income program, Liberty relies on National Grid’s background
check processes to qualify applicants and employees to provide services. Similarly, CLC also relies
on National Grid’s background check processes to qualify applicants and employees to provide
services for the Residential Turnkey Solutions Program. This means that once an applicant or
employee passes National Grid’s background check requirements, these PAs will also consider that
applicant or employee qualified to provide service from a background check perspective.

1i.  Berkshire Gas Company

For Berkshire Gas, any background check that uncovers a felony conviction within the past
7 years and a misdemeanor conviction within the past 5 years results in a failed check. Contractors
may request an exception for any candidate that fails a background check. In determining whether
to grant an exception, Berkshire considers the circumstances surrounding the conviction, time
frame, nature, gravity, and relevancy of the conviction to the job duties. See Appendix C for further
details on Berkshire’s background check policies, requirements, and suitability standards.

1v. Cape Light Compact (“CLC”)

For CLC, any background check that uncovers a felony or a misdemeanor conviction
within the last 7 years results in a failed check. Contractors may request an exception for any
candidate that fails a background check. In determining whether to grant an exception, CLC
considers all relevant background information. See Appendix D for further details on CLC’s
background check policies, requirements, and suitability standards.

v.  Liberty

For Liberty only contracts, any background check that uncovers a felony conviction within
the last 7 years, a misdemeanor conviction within the last 5 years, or an active/outstanding warrant
requires review. Contractors may request a review for any candidate that meets these criteria. In
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determining whether to authorize that employee to work on the programs, Liberty considers the
same set of factors as described for Eversource. See Appendix E for further details on Liberty’s
background check policies, requirements, and suitability standards.

vi.  Unitil

For Unitil, contractors must certify that any employees, sub-contractors’ employees, or
affiliates that may be assigned to enter the homes or businesses of customers have no adverse
criminal history. Where a contractor is uncertain about a particular background check, they may
reach out to Unitil to review the results and make an individualized determination. See Appendix
F for further details on Unitil’s background check policies, requirements, and suitability standards.

D. Alignment with State and City Background Check Requirements

The PAs’ approaches are also substantially aligned with state and city background check
requirements, examples of which are included below.

Table 2: Alignment Across Stakeholder Requested, PA, and State and City Approaches

Stakeholder
Requested PA Approach TNDs EOHHS City of Boston
Approach (adopted 2017) (adopted 2017) (adopted 2005)

1. Decisions are | v Aligned - - Notaligned |- Not fully - Need more
based on Screening and with request aligned with information,
convictions, decisions are or PA request or PA appears City
not arrests or based on approach - approach - may
non- convictions, as outstanding or| may consider consider
convictions opposed to unresolved pending case pending

arrests or criminal for certain case
outstanding proceedings, crimes information
warrants driving

infractions,

warrants for

arrest are

mandatory

disqualifying

conditions.

2. Standards are | v Aligned - See v’ Aligned with | v" Aligned. See |- Unclear -
explicit, Appendices for request and below for some
written, and further details PA approach. further details requirement
publicly See Suitability s are
accessible Standard at articulated

220 CMR in the City’s
274.21. Ordinance
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3. Screening v' Aligned - v’ Aligned with | v" Aligned with | v' Aligned
applies to screening applies| request and request and with request
individual to individual PA approach, PA approach, and PA
workers, not workers screening screening approach,
entire applies to applies to screening
companies individual individuals applies to

drivers. individuals

4. Background | v' Aligned - v’ Aligned with | v Aligned with | v" Aligned
checks are background request and request and with request
work checks are PA approach, PA approach - and PA
situation/job required for requirements criminal approach -
related employees of are designed background only

entities that are for drivers. checks are conducted
contracted or required for where
subcontracted applicants/ required by
with the PAs. employees law or
Level 2 applying for position is
background roles with the sensitive
checks, which potential for enough to
include criminal unsupervised warrant it
background contact with

checks, are program

required if the clients, where

individual will required by

have direct law, or where

contact with deemed

customers on relevant for

their property or the

in their requirements

home/business, of the position

and/or if the

individual will

have access to

non-public

customer

information or

records. See

appendices for

further details.

5. Each v Aligned but with | v' Aligned, see | v" Aligned, see |- Not enough
individual job a different details above. details above. information.
category approach - Jobs
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should be
reviewed and
background
policies
should be
individualized
to those job
categories

requiring
background
check are defined
as articulated
above and in
Appendices. Any
other jobs are not
subject to
background
policies. For
those jobs that do
require
background
checks, there is
an additional
process of
individual
review, where the
PA can take into
account
additional
attributes of the
individual and

the specific job.

. Background | v Partially Aligned | v' Aligned with | v" Aligned with | v Aligned
checks should | - The PAs and request and request and with request
be done later their vendors and|  PA approach - PA approach - and PA
in the process,| contractors driver must Only a approach -
after the comply with pass check candidate who check only
decision to Massachusetts and receive is eligible for completed
make an offer law, which clearance a position once city

prohibits an certificate to subject to determines
employer from provide criminal applicant is
requesting services. background qualified.
criminal history check

information on requirements

an initial job and given a

application. conditional

Beyond this employment

requirement, it is offer may be

at the discretion asked to

13




of the contractor complete a
or vendor to supplemental
decide at exactly form requiring
what point they the disclosure
move forward of their
with a criminal
background record.
check. Typically
the background
check occurs
following an
offer or a
conditional offer
. Develop a Not Aligned - Partially - Not aligned - Not aligned
new system of|  The Contractor aligned with
“certification” or Subcontractor request; note
that would hiring the that the
certify an individual is Department
individual for responsible for issues the
a number of meeting the clearance
years even if background certificate,
they switch check but each
employers requirements TND must
during their also have a
hiring process driver
and maintain certificate
records issued by the
transportation
network
company
(“TNC™). 220
CMR 274.04-
274.06.

1. Department of Public Utilities: Background Check Requirements for
Transportation Network Companies

The Department’s regulations require TNDs to pass background checks from both a TNC
and the Department and to receive and maintain certificates from each authority. 220 CMR 274.06.
The TNC background check must review: (1) a multi-state criminal history database; (2) a multi-
state motor vehicle driving history database; and (3) the U.S. Department of Justice National Sex
Offender Public website. 220 CMR 274.06(2)(a). The TNC must conduct the background check
for each TND every six months. 220 CMR 274.06(2)(b). The Department background check is

14


https://www.mass.gov/files/220_cmr_274_00_final_9-22-17_1.pdf

“based on information that the [Department] receives from the Department of Criminal Justice
Information Services, Sex Offender Registry Board, Warrant Management System, Registry of
Motor Vehicles, and other reliable sources.” 220 CMR 274.06(3)(a). The Department conducts
these background checks annually. 220 CMR 274.06(3)(e).

To pass a background check and receive and maintain certificates from either authority, a
TND must not have a disqualifying condition, offense, or violation under the Department’s
Suitability Standards. See 220 CMR 274.21. In addition to various felony convictions—which bar
TNDs from certification for seven years or indefinitely, depending on the crime—outstanding or
unresolved criminal proceedings, driving infractions, or warrants for arrest involving crimes or
violations that would disqualify the TND from meeting the Suitability Standards are also
disqualifying. 220 CMR 274.21. Additionally, a TND may also receive a negative suitability
determination “if reliable information demonstrates that a Driver acted in a manner that resulted
in jeopardy to the health, safety, or welfare of any person, or that a Driver’s provision of Services
is not consistent with the public interest.” 220 CMR 274.21. A negative suitability determination
may be mandatory or presumptive, depending on the type and timing of the invoked condition. A
TND may appeal a negative suitability determination. 220 CMR 274.15. Appeals of mandatory
disqualifications are limited to “determining whether a genuine issue of material fact exists on the
records received by the [Department],” but for appeals of presumptive disqualifications, a TND is
entitled to a hearing at which they may submit evidence on their behalf. 220 CMR 274.15(1).

2. Massachusetts Executive Office of Health and Human Services (‘EOHHS”)

Background checks are required for applicants and employees of EOHHS, its agencies and
vendor programs applying for roles with the potential for unsupervised contact with program
clients, where required by law, or where deemed relevant for the requirements of the position. 101
CMR 15.03(1). A hiring entity can only complete a criminal background check where they have
determined that the candidate is qualified for the position and made a conditional employment
offer. 101 CMR 15.06(1), 101 CMR 15.07 (Stakeholder Requested Approach #6).

The hiring authority does not consider convictions for certain felonies, such as burglary,
that are more than 10 years old and certain misdemeanors, such as affray or simple assault, that
are more than 5 years old and where there are no subsequent convictions or pending cases. 101
CMR 15.08.'% If, however, the investigation reveals a conviction of or pending case for certain
crimes, regardless of when they occurred, or a conviction of certain felonies and misdemeanors
within the 10- and 5-year periods noted above, the hiring authority is required to give careful
consideration to the following factors in its decision to hire or not hire the candidate:

(a) time since the conviction or pending offense;

(b) age of the candidate at the time of the offense;

(c) nature and specific circumstances of the offense;

10 For purposes of computing the five and ten-year time periods, the time period runs from the date any court

supervision, probation, or sentence was terminated. 101 CMR 15.08. See Table B under 101 CMR 15.15 for a
detailed list of felonies and misdemeanors that fall into this category.
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(d) sentence imposed and length of any period of incarceration;

(e) relationship of the criminal act to the nature of the work to be performed;

(f) number of offenses;

(g) whether offenses were committed in association with a dependence on drugs or alcohol,
from which the candidate has since recovered;

(h) any relevant evidence of rehabilitation or lack thereof, such as information about
compliance with conditions of parole or probation, including orders of no contact with
victims and witnesses; and the individual’s conduct and experience since the time of the
offense, including but not limited to educational or professional certifications obtained; and
(1) any other relevant information, including information submitted by the candidate, or
requested by the hiring authority. 101 CMR 15.09. For further details on the list of offenses,
see 101 CMR 15.15.

The hiring authority is also required to document consideration of these factors and their rationale
for the hiring decision in writing. 101 CMR 15.09.

3. City of Boston

The City of Boston also requires vendors working with the City of Boston to meet certain

standards when checking someone’s criminal record. Chapter 4-7 of the City’s Municipal Code
outlines the City’s requirements for CORI screening by vendors. These standards, in accordance
with state law, require that:

CORI checks are only conducted where required by law or the city has determined that the
position is sensitive enough that a CORI check is warranted.

The City has confirmed that the applicant is qualified for the position before a CORI check
is conducted.

If the City receives a CORI report that contains information beyond conviction and case-
pending information, the City provides a copy of the report to the applicant so that they
can get it corrected.

If, based on the CORI report, the City chooses not to hire the applicant they notify the
applicant of their decision, identify which parts of the CORI report that concern the city,
and provide an opportunity for the applicant to present information rebutting the accuracy
and/or relevance of the CORI report.

The City makes final employment decisions based on all of the information available to it,
including “the seriousness of the crime(s), the relevance of the crime(s), the number of
crime(s), the age of the crime(s) and the occurrences in the life of the applicant since the
crime(s) . ...” CBC 1985 4-7.3; Ord. 2005 c. 7

Vendors also have the ability to seek a waiver of these requirements. CBC 1985 4-7.4; Ord. 2005

c.7
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IV. Framework Principles

This section lays out a set of framework principles for PA background check requirements

based on stakeholder feedback, legal requirements, as well as internal corporate guidance.

1.

Ensure a safe and secure environment for customers: Necessitating appropriate
background check procedures is a key step in ensuring our customers’ safety and helps us
facilitate a safe and productive work environment for our partners. Customer safety and
security includes not just physical safety for customers but additional factors such as:

o Customer confidence that a contractor working for a PA to deliver services has been
vetted through a stringent process. When a vendor has a contractual relationship
with the PA, customers may assume that they do not need to do their own due
diligence and rely on the PA to do so for them.

o Assurance that policies and procedures are supportable to regulators and are
designed to manage risk for both the company and the customer.

Prioritize roles associated with workforce needs when considering future policy
adjustments: Supporting workforce participation among underserved groups can help to
increase participation among underserved groups and communities and lead to more
equitable program outcomes. The PAs intend to focus first on areas of opportunity
associated with identified workforce need to ensure that adjustments to background check
processes are targeted to where they are needed most.

Align background check requirements to risk associated with duties, functions, and
circumstances of role: The PAs offer a process that considers the following types of
factors as part of either an individualized assessment or a request for exception, including:
o the facts or circumstances surrounding the offense or conduct;
o the number of offenses for which the individual was convicted;
o age at the time of conviction, or release from prison;
o evidence that the individual performed the same type of work, post-conviction, with
the same or a different employer, with no known incidents of criminal conduct;
o the length and consistency of employment history before and after the offense or
conduct;
o rehabilitation efforts, e.g., education/training;
o employment or character references; and
o any other information regarding fitness for the particular position.

Provide clear and—to the greatest extent possible—aligned background check
policies and procedures across PAs: In response to stakeholder feedback, section III of
this document and associated Appendices provide details on PA background check
approaches.
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V. Next Steps for Addressing Opportunities for Justice-Involved Individuals in the
Mass Save programs

A. Intern Partnership Opportunities

As noted based on the principles above, the PAs see the most opportunity for justice-
involved individuals in areas of identified workforce needs, including HVAC, electricians and
plumbers/pipefitters. To support these efforts, the PAs will undertake further discussion to explore
avenues to facilitate students participating in Franklin Cummings Tech’s (“FCT’s”) Reentry
Empowerment Program to participate in a Clean Energy Pathways (“CEP”) HVAC internship
cohort. FCT has an existing vetting process for participating students and students participating in
the CEP program undergo Level 2 background checks. FCT is also an existing partner and has
delivered very effective work within the CEP internship program. Further partnership could enable
Eversource, National Grid and FCT to collaborate in supporting students who are justice-involved.
It would allow Eversource and National Grid to understand how these students progress in their
work, how the vetting process and support systems that FCT has in place work to create positive
outcomes for students and for their employers.

B. Collaborate with MassCEC to provide support to contractors working/looking to
work with justice-involved individuals through their CUBS grant and the Mass
Save Contractor Development Pathway

Through their Climate-Critical Underrepresented Businesses Support grant, MassCEC will
foster a regional Hub-and-Spoke model to aid and provide services to contractors and businesses,
especially those that have been identified as a current workforce need in Energy Efficiency.
Contractors working with justice-involved individuals can receive assistance, such as wraparound
services, which will also enable them to participate in customer-directed pathways where
contractors are not subject to the PA’s background check requirements.

C. Clearly communicate background check processes and support stakeholder and
advocacy groups to spread accurate and updated information amongst the
contractor community

In 2024, National Grid shared a document that included a clear description of the
background check process as well as the process for individualized assessment of a failed
background check. The document was translated in six languages and distributed to various
stakeholder groups including the EEAC. As part of the current document, all other PAs have also
included a similar document that lays out the background check requirements, standards, and
process for the contractor community.
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