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PreemploymentDirectory.com is the largest and most comprehensive web based directory of firms 
in the background screening industry. It is designed specifically to make it easy for businesses to 
quickly find a company to meet their needs.  
 
The Directory is an important resource for Human Resources and Hiring Managers interested in 
learning information about background screening. Our Background Screening Knowledge Center 
is one of the most extensive sources for getting a wide array of information on background 
screening.  
 
The Directory is also a valuable tool for employers seeking a background screening provider. It 

contains the largest listing of background screening firms around the world, online or in print.  
 
The Directory consists of several sections to guide organizations quickly to a company that will meet their needs: 

�  The U. S. Domestic Section includes background screening firms (CRAs) that are listed by their location, State by 
State. 

�  The International Section includes firms that conduct background screening in countries outside of the U.S. and 
internationally. These firms are listed by country. 

In a matter of minutes you can find a background screening firm to meet your need anywhere in the world. 
 
PreemploymentDirectory.com has become an important resource to help businesses’ meet their hiring needs. Visit us 
today and see how easy it is to find information about background screening or a provider to meet your needs. 

Website:  
www.PreemploymentDirectory.com     

 

 
Publications: 
 
- The Background Buzz (the leading online newsletter for the professional background screeners. The news source that 

professional background screeners depend on) 
- The Global Background Screener (the international news source for professional background screeners.) 
- Annual Background Screening Industry Resource Guide 
- Annual Suppliers to the Background Screening Industry Buyers Guide 
 

 

 

 

 

 
 

  
 



 

 
 
 

 

 
 

My favorite article title for 2014 was „the FCRA is the new FLSA.” This title appropriately calls out the 

heightened attention the Fair Credit Reporting Act (FCRA) received during 2014. In our research we identified 
at least 20 class action cases that were filed including at one stretch from June to July where a dozen FCRA 
class action lawsuits were file. To say the “train has left the station” on FCRA lawsuits is an understatement 
because it seems more like an avalanche. 
 
As a result of the rapid increase in FCRA class action lawsuits, frequent announcements of multi-million dollars 
settlements, the EEOC‟s continued focused on employers use of criminal records potentially having disparate 
impact and the continued passing of „Ban the Box‟ laws across the nation, background screening is definitely 
on the radar of many employers. 

In our first „Guide to Selecting a Background Screening Company‟ published in 2009; we suggested that 
„employers needed to treat the selection of a background screening provider with the same level of diligence 
that is generally applied to selecting an Accounting firm or other core business partners. Unfortunately, due to 
the current legal and political environment this recommendation is now coming home to roost.  

With more than 90% of firms conducting some form of background checks, it‟s a process that impacts the vast 
majority of employers.  

Getting the hiring process right can mean lots of success for the organization. Getting it wrong means dealing 
with a myriad of negative impacts and costs related to making a bad hire. 
 

How costly is a bad hire? A recent CareerBuilder survey reported that 42% of companies reported a bad hire 

cost them at least $25,000.00 in the past year, and 25% reported a loss of at least $50,000.00. Add to this that 

46% of new hires leave their employer after 18 months of employment, hiring the wrong person can add 

unnecessary and burdensome cost to running your business. Some estimates suggest that replacement for a 

new hire can run between two to seven times the person‟s salary while others suggest that 25-2005 of annual 

compensation is the cost. Compounding the impact of a bad hire are the negative effects on productivity, team 

morale, customer service and even sales.  
 
When done well, a background check can be a powerful first line of defense against making a bad hire and  
 
add value to the selection process by aiding in the verification of prerequisite competencies, experience and 
education. 

 

Best Practices for Selecting the Right Background 
Screening Provider for Your Company 
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Done poorly, background screening can contribute to turmoil which can negatively impact your organization 
including leading to legal, reputational and financial problems. 

Needless to say, all background screening firms are not created equal. The right partner can help you build an 
effective employment screening program that reduces negligent hiring risks, builds a safer and more 
productive workforce and supports the strategic talent management goals of your organization.  

The purpose of this article is to increase your knowledge about the criteria that you should use to select a 
background screening firm that will help you pick the right talent and 
avoid making bad hiring decisions. 

It is also important to note that the landscape for background screening 
continues to evolve which means the importance of selecting a 
forwarding thinking and agile background screening partner is 
becoming more important. Several years after the issuance of the new 
„EEOC Guidance on Use of Arrest and Criminal Convictions Records in 
Hiring‟ a shift in paradigm is occurring about the use of blanket policies 
that rigidly disqualify individuals‟ with criminal records. The pendulum is 
swinging towards practices that more precisely tie to job requirements 
and individual qualifications. This movement is being aided by the rapid 

onslaught of „ban the box‟ laws and the political movement to reduce the barriers to previously convicted 
persons gaining meaningful employment.  

Closely associated with the issue of use of criminal records in the hiring process is the „ban the box‟ movement 
which is sweeping across the „U.S.‟ At the end of 2014, more than 80 Cities and Counties (up from 56 in 2013) 
and more than 15 states( up from 10) have embraced a „ban the box‟ policy.  

The Global Retail Theft Barometer reported that 43% of shrinkage in the U.S. is due to employee theft. 

Our focus is to help organizations select providers that have the appropriate processes, practices and 
procedures in place to ensure that the accuracy of information provided is as high as possible. 
 
In general, this means service providers that are: 
 

- Complying with applicable governing laws at the federal, state and local level; 
 

- Using business practices based on industry standards (many of these are depicted in the 
accreditation standards established by the National Association of Professional Background 
Screeners (NAPBS®); and 
 

- Demonstrating excellence in protecting consumer personal data based on industry „best practices.‟  
 

The following are the best practices that we have identified will help you to select a top notch background 
screening firm to help you meet your hiring needs. 
 
I. Scrutinize the Firm’s Demonstrated Service Capabilities: 

1. Does the vendor provide „Full Service‟ background screening services that will meet your business and 
hiring needs and include the following? 

- Identity verification, social security trace, fingerprint, etc.; 

- Federal, state, county and multi-jurisdictions (national) criminal 
and civil background checks, including misdemeanors, 
warrants and felonies, when permitted. (Currently no one 
database exists that stores complete up-to-date records for all 
federal, county, state and local criminal records including the 
FBI‟s Interstate Identification System); 

- Education, professional license and credential verifications; 

- Motor vehicle records; 

“Just one bad hire can set off a 

legal and financial firestorm if the 

person is dangerous, unfit, 

unqualified or dishonest and a 

background check would have 

raised a red flag. “ Les Rosen 
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- Employment verifications and reference checks; 

- Sexual offender searches; 

- Terrorist watch lists; 

- Credit history, within legal guidelines; 

- Electronic form I-9 services; and 

- Federal and state litigation history. 
 

2. Does the vendor have the capability to collect information directly from courthouses in jurisdictions 
appropriate to meet your needs? 

3. Can the vendor meet your required turnaround time for each type of background check you require? 
What is their average turnaround time? How is turnaround time measured? 

4. Does the vendor use a variety of methods for meeting your request and reporting needs, including 
Internet based tools with 24/7 access from a computer and any mobile device at anytime from 
anywhere as well as fax, e-mail, interactive voice response, and a secure electronic file transfer? 

5. When providing an educational verification, does the vendor verify the legitimacy of the institution as a 
degree granting entity, that the institution is accredited by a legitimate accreditation organization and 
for foreign institutions provide equivalency information to U.S. institutions? 

6. Verify that the vendor is certified in states that require background screening firms to be certified or 
require a private investigator license. 

7. Does the vendor have a clearly demonstrated process in place to fully explain limitations of national or 
multi-jurisdictional databases to clients and have a written procedure in place for how criminal hits 
received from such sources will be re-verified? 

8. Does the vendor maintain records regarding how often their databases are updated and make this 
information available to clients upon request? 

9. Will the vendor assist you in developing an effective Background Screening Policy, if needed, or if one 
already exists, will they review your policy and make recommendations for improvements? 

10. Does the provider give you projected hit rates (what you can expect) based on your industry, nature of 
the jobs you recruit for and geographic scope of your recruiting for the following categories: 

- Criminal background; 
- Dispute rate (discrepancy with reported information); and 
- Resume verification discrepancy rate. 
 

11. Ask the provider to describe how their company responds to candidate disputes and their problem 
escalation process. Also ask what percentage of the applicants they screen file a formal dispute claim? 

12. Ask the provider about the steps that they take to ensure accuracy of the information they report. 

13. Ask if the same record is reported from multiple sources, how many times it is noted on the report. 
 
 

 
 
 

 

II. Legal Compliance 

1. Require the vendor to certify their compliance with all applicable federal, state and local discrimination, 
consumer reporting, privacy protection, data destruction and other governing laws.  

2. Verify that the vendor has written procedures in place to ensure that all information sent to the client 
will comply with the law, e.g., arrest records, sealed or expunged records, etc. In addition, does the 
vendor provide all necessary FCRA forms, procedures and training in how to appropriately use, as 
needed? 

“The FCRA requires background screening firms to provide the maximum 
possible accuracy in information so make sure you evaluate how a provider goes 
about ensuring they are meeting this requirement.” 
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3. Does the vendor have an established process in place to monitor and ensure that all „data furnishers‟ 
as defined by FCRA/FACTA, that supply them information about individuals have instituted reasonable 
policies and procedures that (a) ensure the accuracy and integrity of furnished information and (b) 
allow individuals to formally dispute the accuracy of certain information that has been provided about 
them? 

4. Does the vendor certify that their employees and sub-contractors who have access to personally 
identifiable information, sign a confidentially and non-disclosure agreement that meets your company‟s 
requirements? This should include language that addresses new hires and employees leaving the firm. 
Have your legal counsel review the agreements. 

5. Does the vendor have a written policy and procedure that clearly articulates the process to be used 
when an adverse criminal record is discovered that complies with the FCRA? At minimum, this should 
include their process for re-verifying the information and/or notifying the applicant at the time the 
information is reported as required by law. 

6. Does the vendor have a written policy that details how they investigate and certify that all of their sub-
contractors are bona fide businesses involved in the legitimate processing of personally identifiable 
information for a permissible purpose as defined by the FCRA? 

7. Does the vendor‟s policy state that consumer reports will only be issued after a client certifies it will 
comply with the FCRA and applicable federal and state laws? Also, does the policy affirm that access 
to personally identifiable information will only be provided to an authorized representative of your firm 
as prescribed by the FCRA? 

8. Ask the vendor if they update you on changes in legal requirements at the city, state and federal level. 

9. Check to see if the vendor can provide guidance regarding „Relevance Screening‟ (identifies the 
convictions to consider based on job criteria) to ensure compliance with EEOC and OFCCP Guidelines 
or has a matrix that maps relevance. 
 

10. Ask if the firm has been held liable for their business practices or are currently facing any active 
claims? 

11. If your firm will be conducting background checks on applicants from or in other countries, verify that 
the vendor is Safe Harbor certified by the U.S. Department of Commerce. (Also check the International 
Resource Center at PreemploymentDirectory.com for additional information.) 
 

III. Policies and Procedures 

1. Does the vendor certify that all staff, regular, part-time and temporary, have been criminally screened 
at time of hire and ongoing checks are made to ensure employees continue to have acceptable work 
histories? This should be a contractual agreement that is part of the service delivery contract. 

2. Does the vendor have a written policy and procedure in place to avoid contacting a current employer if 
the applicant has requested that they not do so? 

3. Review the vendor‟s policy regarding making employment verification calls to verify the number of 
times the vendor will attempt before closing the search and ensure this meets with your requirements. 
 

IV. Information Technology and Systems 

1. Does the vendor have the capability to interface and/or integrate their screening solution with 
your HRIS and/or Applicant Tracking System (ATS) to allow information to seamlessly flow in and 
out of your organization‟s HR system in a secure manner?  

2. With great advances in smart programming systems, predetermined hiring criteria can be 
programmed into a system so each report on an applicant is graded consistently and fairly. Using 
rules that apply to the various searches conducted during background screening, a system can 
electronically evaluate all the information to yield individual search decisions, as well as an 
overall recommendation. Does the vendor have this ability to help you create a „smart‟ system? 

Sounds like a great idea! If you choose to set up this type of process, you need to exercise great 
caution to ensure that your system does not simply identify „pass/hire‟ or „fail/no hire‟ decisions. 
Otherwise, with the new EEOC Guidance on the use of criminal records in background screening 
you will likely put yourself on a collision course with the EEOC if convictions result in automatic 
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denial. 
 



 
    

The new guidance recommends tailoring screening procedures to ensure that they are job 
related and consistent with business necessities; these procedures should include an 
individualized assessment that considers the following:  

- Identifying essential job requirements and the actual circumstances under which the job will be 
performed; 

- Determining the specific offenses that may demonstrate unfitness for performing the jobs; and 

- Determining the duration of exclusions for criminal conduct based on all available evidence. 

Remember all selection criteria used must be job related and have business justification. Ideally, the 
criteria should be included in a job description and reviewed by your labor attorney. 

 

 
 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
V. Training and Client Onboarding 

1. Does the vendor have a documented training process in place for all staff that will be involved in 
processing or will have access to personally identifiable information? This training should be offered at 
the time of hire and on an on-going scheduled basis to ensure competency levels are maintained. 
Training should, at minimum, cover: 

- Legal requirements for conducting background screening; 

- Effective data protection and privacy to ensure security of information; and 

- The essential elements of a background screening policy and key elements of an effective 
employment background screening program. 

2. The vendor should also be required to provide periodic reports that demonstrate that the training is 
occurring as scheduled. 

3. Ask the vendor to describe their process for implementing the transition to their services. 
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4. Does the vendor have procedures and processes in place to advise, train and educate clients 
regarding: 

- Their legal responsibilities in conducting background checks; 

- How to order, retrieve, read and understand the information provided in a consumer report; and 

- Appropriate forms including providing sample documents, which are needed to legally conduct 
background checks. 

VI. Data Protection, Privacy and Security Measures 

1. Does the vendor have a written Information Security Policy that adheres to known best practices and 
provides a high level of data protection? Ensure that the vendor policy addresses at minimum the 
following: 
 
- Details the purpose of the collection of an applicant or employee‟s personally identifiable 

information; 

- The intended use and how the information will be shared, stored and destroyed; 

- Creates an audit trail of who has accessed information and has a procedure in place to detect, 
investigate and respond to intrusions; and 

- Identifies a specific position or person(s) that is responsible for implementing, managing and 
enforcing the information security policy. 

 
2. Have your Information Technology staff verify that the 

vendor and any sub-contractors that are involved with 
processing personally identifiable information: 
 
- Have system security in place that fully meets your 

data security requirements and meets background 
industry standards; and 
 

- Have procedures in place to mask some or all of the 
social security number from all reports, as well as 
obscure the year of birth. 

3. Have your Information Technology staff closely scrutinize data security processes for communicating 
and securing data. This is especially important if the firm utilizes independent contractors or home 
operators for court records research, verification services or sends data offshore for processing. In 
addition, if such practices are used by the vendor you should have your Legal Counsel define 
contractual language to be included in the vendor‟s agreement with their contractors that addresses: 
 
- The appropriate type and amount of Errors & Omissions insurance coverage that needs to be in 

force with your firm named as co-beneficiary; 
 

- The contractors and their employees are held to the same requirements and standards as the 
vendor‟s employees; 
 

- Specific procedures exist to ensure your data is protected; and 
 

- All data protection laws are strictly followed. 
 

4. Your security staff should verify that the vendor and any sub-contractors that process personally 
identifiable information meet your physical security requirements for securing their systems and meets 
background screening industry standards. 

5. Verify that a written policy exists that states that an applicant‟s personally identifiable information or 
client information is never resold. Make sure this language is built into your contractual agreement. 
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6. Require the vendor to either provide periodic reports verifying data protection procedures are being 
followed or to allow their processes to be audited. An emerging practice is the use of the Service 
Organization Control (SOC) 2 Report that is performed in accordance with American Institute of CPAs 
standards. (A report on management‟s description of a service organization‟s system and the 
suitability of the design and operating effectiveness of controls.)   

7. Verify that the vendor has a Record Retention and Destruction policy that clearly defines how 
electronic and papers records will be destroyed and fully complies with Federal Trade Commission 
(FTC) regulations. 

8. Review the providers data breach policy to ensure it matches your requirements. 

9. Review the company‟s disaster recovery plan to ensure it meets your company requirements. 
 

VII. Order Management and Notification 
 

1. Does the provider have an Account Management focus that provides continuity of support, 
assign someone to your company that you regularly deal with to gain familiarity with your 
company’s policies and ways of conducting business? 

2. Ask vendor to explain their capabilities to support centralized management of orders from many 
locations or conversely, their capabilities to support multiple locations with different policies based on 
your needs. 

3. Ask vendor to describe their capabilities to provide batch ordering services, if needed. 
 

4. Ask them for a sample of the report format and are they willing to customize to meet your needs. 

 
VIII.  Quality Assurance 

1. Does the vendor have a documented quality assurance policy and 
on-going process in place to ensure the highest report accuracy is 
maintained? 

2. Ask the vendor if their processes have been audited by a certified 
external organization and the frequency that audits occur. 
 

3. Ask the vendor about anti-fraud steps they take to mitigate the risk 
created by diploma mills, fake resume firms, bogus references, etc. 
 

IX. Financial and Pricing 

1. Has the vendor demonstrated financial stability over the last three years? Have your Controller or CPA 
review. 

2. Does the vendor have Errors & Omissions insurance or self-insurance that meets your company 
requirements? 

3. Require the vendor to fully disclose previous litigation within the last five years and any that occurs 
while the contract is in place. Make sure this language is built into your contractual agreement. 

4. You need to do a thorough examination of the cost associated with conducting the different type 
background checks, checking alias, scope of the checks, e.g., federal, state, county, number of years 
that will be checked, number of follow up attempts, etc. You should also carefully review the providers‟ 
policies that govern pricing. It will be wise to have a person knowledge of background screening to 
provide input on the providers‟ pricing.  

X. Making Sense of the Answers 
 

The starting point for making sense of the answers to all of these questions is to be very clear about your job 
requirements which include identifying the level of risk associated with performing the duties of the position 
and the specific skills, knowledge, behaviors, traits and experiences that are required to be successful.  A well 
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written job description is the road map to success in hiring the right person, presuming that it is used to guide 
the process. 
 
There should be a clear nexus between the stated risk level and specific skills, knowledge, behaviors, traits 
and experiences, requirements in the job description and the type and scope of background check that should 
be performed.  

 

 talent management strategy and accordingly, it should have the input of senior stakeholders. 
 

This approach will also help to reduce the subjectivity that can creep into the process. For example, the firm 
that has the slickest and most dazzling presentation may make a great impression, but may not have the same 
strength of services that a less impressive presenting firm has. The driving force behind the selection has to be 
matching your requirements as identified in the importance ratings and the strengths that a given provider 
offers. 
 
Another action that we strongly encourage organizations to include as part of their selection process is to meet 
the team of people that they will actually be working with; the people that will deliver services to them on a day 
to day basis. During your site visit, ask for a meeting with the service delivery personnel that will be providing 
services to your account. This is where the synergy between the provider and your organization must be a 
great fit, not just with the Executives and Marketing/Sales team. 
 
Finally, we suggest that you ask for a set of test searches before you make a commitment you can actually 
experience the providers service firsthand. 

 
Conclusion 
 
A background screening company is an important business partner which your organizations should rely on to 
help you mitigate many of the risk associated with hiring people and to hire the right people. 
 
We have presented many of the essential factors that should be considered to be sure you make an informed 
decision when selecting a background screening firm. In addition to our selection guide, we suggest you 
review the National Association for Professional Background Screeners (NAPBS®) Model Request for 
Proposal, which includes the key questions businesses should be concerned about when selecting a 
background screening firm (see www.NAPBS.com). 

In addition, the following emerging issues, tools and information should be considered:  
 
The passage of medical marijuana laws in 23 states and the District of Columbia and approval of legal 
recreational use of marijuana by adults in Colorado, Washington, Alaska, Oregon, and the District of Columbia  
is causing the need for firms to re-examine drug screening policies. In addition, the SAMSHA National Survey 
on Drug Use and Health reported that “for 2008-2013, an annual average of 8.7% of full time workers in the 
18-64 age range used alcohol heavily in the past month, 8.6% used illicit drugs in the past month, and 9.5% 
were dependent on or abused alcohol or illicit drugs in the past year. 
 
One practice that continues to grow, but has not been widely adapted is Infinity ScreeningTM (post-hire 
employee screening). With the economy in an upswing, we project Infinity ScreeningTM will continue to grow as 
businesses recognize it is a valuable tool to manage and mitigate risk over the life cycle of employment. 
 
The level of screening of contingent workers has not increased proportionately with the increase in use of 
these workers, thus leaving a vulnerability for organizations.  

 

“There should be a clear nexus 
between the stated risk level  
and specific skills, knowledge, 
behaviors, traits and  
experiences requirements and  
the type and scope of background 
check that should be performed.” 
 

With this thought in mind, the challenge is to balance the 
ten factors and the answers to the questions to arrive at a 
conclusion in order to select a background screening firm 
that best fits your needs. One of the ways we suggest to 
firms to balance the selection decision is to assign an 
importance weight to each of the factors. This will allow you 
to score providers and make consistent comparisons. The 
key to this approach is getting the importance rating right so 
that it properly guides your selection process. This is a 
decision that has strategic importance to the organization‟s 

“There should be a clear nexus 
between the stated risk level  
and specific skills, knowledge, 
behaviors, traits and  
experiences requirements and  
the type and scope of background 
check that should be performed.” 
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Social media tools will continue to impact employment screening as the search engines and sites like LinkedIn, 
Facebook and Twitter continue to attract business users. We believe that managers everywhere are using 
these tools to check out applicants on their own despite official company policies to the contrary. The 
challenge for businesses is to find a way to harness these new social media tools to maximize their benefit and 
minimize the risk.  
 
Global screening continues to grow, albeit at a slow pace, however, we project the pace will pick up. In 2013, 
the U.S. Department of Labor indicated that there were 25.3 million foreign born workers in the U.S. labor force 
or 16.3% in total. Couple this with a report by KPMG that showed that 70% of American executives indicated 
intentions to expand their international employee base, the ground work for increasing global checks is being 
laid. Juxtapose on this the results from HireRight‟s Annual Employment Screening Benchmark Report which 
indicated that 52% of candidate background checks conducted in Europe and Asia contained either a mis-
statement or an inaccuracy. Note that China has replaced Mexico as the top sending country for immigrants to 
the U.S. Other Asian countries starting to be significant senders include Korea, Philippines and Japan. 
 
Any future plans dealing with selecting a background screening firm should consider these emerging issues. 
We hope this information is valuable in helping you to select a background screening firm.  

 

Disclaimer: 
Any use of the recommendations included in this article should be done under the auspices of a knowledgeable labor attorney and/or 
expert consultant with specialized knowledge of background screening. There is no intent to provide legal advice in any form. 

 

 

 

 

About the Author:  
W. Barry Nixon, SPHR, is the COO, PreemploymentDirectory.com, the leading online 
directory that features background screening firms worldwide. He is the co-author of 
„Background Screening & Investigations: Managing Hiring Risk from the HR and 
Security Perspective.‟ PreemploymentDirectory.com publishes the leading e-magazine 
for professional background screeners, The Background Buzz, the only international focus 
e-magazine, The Global Background Screener and the Annual Background 
Screening Industry Resource Guide which features many of the best background 
screening firms in the world. Barry can be contacted at 
wbnixon@preemploymentdirectory.com or directly at 1(949) 770-5264. 
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So Easy to 
Find a 
Background 
Screening 
Firm a Mouse 
Can Do It! 

 

 

 

Also be sure to visit our Background Screening Knowledge Center for a comprehensive listing of 

Articles and our International Resource Center which includes information on worldwide data 

protection & privacy, sexual offenses laws, terrorist search information, educational and 

verification resources, criminal justice systems of the world, country specific holidays, celebrations 

and demographic information and much more. 

 

 

 

 

 

It’s Free, It’s Easy, It’s Quick! 

1. Go to PreemploymentDirectory.com 

2. Click on ‘Find a Background Screening Company’ 

          Visit PreemploymentDirectory.com today and see how easy it is to find a background     

         screening company anywhere in the world. 
   

http://preemploymentdirectory.com/background-screening-article-library/#axzz2uYl6MHzq
http://www.PreemploymentDirectory.com
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ICE IS ISSUING STEEP PENALTIES - ARE YOU USING AN 
ELECTRONIC FORM I-9 SOLUTION? 

A  few years ago, the United States Immigration and Customs Enforcement (ICE) levied a huge 

$625,000 fine on a clothing manufacturer based in New Jersey for Form I-9 violations.  More 
recently, a staffing company in Minnesota was fined $227,000, and a bakery in Texas had to pay 
$15,000. These are just the ones that grab the headlines, but that ICE audits are on the rise. 
Employers need to take notice and make sure they are compliant.  

The United States Citizenship and Immigration Services (USCIS) has posted that penalties for 
Form I-9 violations can range from $110 to $1,100 per form. Furthermore, if a company is found 
to be hiring or continuing to employ a person that is not authorized to work in the United States, 
the penalties jump to a range of $375 to $16,000 per unauthorized worker. With so much at risk, 
many employers are now choosing to take advantage of electronic I-9 platforms.  

United States Law 1986. 8 C.F.R. § 274a.2 mandates that employers are required to process and 
retain original Form I-9s for all current employees. Additionally, employers are required to retain 
Form I-9s for all former employees for a period of at least three years from the date of hire, or for 
a period of one year after the employee is no longer employed, whichever is longer. Processing 
and storing paper Form I-9s may present many risks, challenges, and unnecessary labor 
expenditures to employers who want to be best-prepared to face an ICE audit.  

There are many advantages to going electronic. A good electronic I-9 system will prompt 
employers to complete all fields required on the Form I-9. A paper Form I-9 has no such prompts, 
and the employer is left having to utilize his own knowledge to complete the form. There is a huge 
perk of uniformity with a good electronic I-9 platform that is hard to match with a paper I-9 system. 
It may be difficult for employers who use paper Form I-9s to keep track of all of the 
documentation, and to know with a sense of certainty that all of their paper Form I-9s are in once 
place� and that there aren t a dozen sitting in someone s desk drawer in the office down the hall, 
or that the HR rep who retired last week didn t accidentally take one or two home with him. A solid 
electronic I-9 system keeps all Form I-9s in a single location, and allows customizable user 
access so that an employer can turn off/on and/or limit an employee s access to the electronic 
Form I-9s as business needs necessitate. 

It is also much easier for employers to search Form I-9s using an electronic storage system than 
it is for employers to search a paper Form I-9 archive. Employers who are told by the ICE to 
produce certain Form I-9s within 72 hours in the event of an audit would face a much less 
momentous task searching by name in an electronic interface than they would if they had to dig  
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through hundreds and/or thousands of paper Form I-9s looking for the ones ICE has requested. 
Organizationally, electronic I-9 systems also have the upper hand. If business locations move, or 
if internal organizational changes have been made, it is much easier for a company to simply 
rearrange electronic user access with a few clicks of the mouse, than to have to physically move 
paper Form I-9s from one building to another, or even from one state to another. Another 
advantage electronic I-9s is that a reputable electronic I-9 system will alert employers when 
document expiration dates are approaching, and when re-verifications are necessary. There is 
also a reduced risk in document fraud, as well-rounded electronic I-9 systems will alert employers 
when a duplicate SSN has been entered. Overall, electronic I-9 systems present efficiency and 
compliance solutions that paper form I-9s, by their very physical limitations, simply cannot 
provide. 

In addition to the federal law regarding Form I-9s, there are also many state-specific laws that 
require the use of E-Verify to confirm an employee’s work eligibility within the United 
States.  Employers seeking a comprehensive solution to their I-9 and E-Verify needs may 
consider choosing an electronic I-9 platform that seamlessly combines the electronic I-9 process 
with E-Verify case processing and management. 

Samantha Kolensik is the Product Manager at Employment Background Investigations.  

Employment Background Investigations is a technology driven leader in domestic and global pre-
employment background checks, drug testing, occupational health screening and I-9 compliance. 
We specialize in development, implementation and management of customized employment 
screening programs for large and multi-national clients. We are dedicated to information 
security.   

EBI is the only NAPBS Accredited background screening company in the world to hold both an 
ISO 27001:2005 certification for information security and an ISO 9001:2008 certification for 
Quality Management. 

All content provided by EBI is published for the convenience of its readers and should never be 
deemed as legal guidance or advice.  Always consult your legal counsel for specific advice on 
state laws and industry regulations. 
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Johnson spent over $800,000 in 30 days on resources to conduct the investigation and  
prepare the results for the DOJ.  The investigation uncovered multiple violations by the  
company’s partners, suppliers and employees. 

• An employee in charge of Procurement awarded a multi-million dollar contract to a  
manufacturer in Korea where his brother was a stockholder and ran Business  
Development. 

• A retailer in France was on a Watch List for possible links to the funding of ISIS.  

• An employee was on Mexico’s Most Wanted List, accused of “Crimes against Women.” 

• An employee (of 7 years) had been added to a foreign Sexual Registry Watch List for  
crimes prosecuted 90 days prior to the audit. 

Johnson’s executives, officers and board of directors were not linked to any of the criminal  
violations, but the organization was assessed criminal penalties of $75 million.  The FCPA  
violations were published by media globally, causing suppliers, partners, vendors and clients  
to cease all relations with the organization. Over 300 employees lost their jobs and  
investments in the company’s Employee Stock Plan. 

• The Procurement Manager was criminally prosecuted, and the manufacturer in Korea  
was financially barred from doing business in the US. 

• All employees who contributed in any manner to the account with the retailer in France  
were personally & criminally investigated. 

• The employee on the most wanted list was extradited to Mexico. 

 

 

International Screening  Solutions, Inc. 
114 TownPark Drive – Suite 540 
Kennesaw, GA 30144, USA 
678-784-7640 
www.intlscreening.com 

 

 

WorldWatchPlus® is the 
first “Know Your Customer” 
solution that features 
automated and continuous 
monitoring to support FCPA 
compliance while also 
maintaining FCRA 
compliance. 

WorldWatchPlus covers 
Global Sanctions & Watch 
List, Global Adverse Media, 
Social Media, Politically 
Exposed Persons and 
Identification Validation.  
This SaaS product 
encompasses all of the 
sought after features 
offered only sporadically by 
other services in the market 
today. 

WorldWatchPlus provides 
an advanced due diligence 
solution that enables you to 
screen existing employees, 
contractors, vendors, 
suppliers and customers to 
ensure you are alerted 
immediately if an associate 
becomes a potential liability 
to your business. 

WorldWatchPlus is a 
service of International 
Screening Solutions, a 
Pre-Employment 
Background Screening and 
Global Due Diligence 
company with globally-
compliant screening 
solutions. 

This literary aggregation 
was compiled with facts 
from FCPA Enforcement, 
including: 

• $1.5B+ paid in 2014 to 
resolve FCPA 
enforcement cases 

• 2015: hundreds of new 
FCPA enforcement 
cases 

• FBI deploying 3 new 
FCPA squads: NYC, 
Washington and LA 

 

WorldWatchPlus® is a registered trademark of International Screening Solutions, Kennesaw, Ga., USA  

 18 | Page

See International Screening 
Solutions ad on page 32

• The employee on the Sexual Registry Watch List resigned. 

Johnson is no longer a CEO.  He lost everything he and his team worked so hard to build.  
Don’t believe the myth that international expansion is like the Wild West, with few rules and  
even less enforcement.  The Department of Justice has made compliance with FCPA a  
priority, and US businesses conducting commerce overseas are a target.  If for no other  
reason, they are a target because they don’t think they are a target.   
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• Employers have a right to use background screening in making employment decisions.  

This right has been affirmed many times in law, case law, and regulation. 
 

• Screening should be job-related and serve a business necessity. Both court decisions 
and the Equal Employment Opportunity Commission (EEOC) guidelines stress that 
background screening has to be pertinent to the job in question and exclude asking 
about, or using personal information that has nothing to do with performance on that job. 
Clearly, the kind of personal information sought will vary with the job in question. If the 
employer can show that a piece of information is both job-related and a business 
necessity, it can be used.  

hiring; the promoting, retaining, and dismissing of employees. Rather than relying on “gut feel” or 
what’s stated on an applicant’s resume, employment screening gives you clear methods to verify 
claims and check the background of a prospective or current employee. It helps you choose the 
best candidates. Screening programs can also strengthen an organization’s defense in the event 
of a negligent hiring or a negligent retention lawsuit by demonstrating duty of care in the 
employment process. Further, properly structured screening programs can help employers show 
compliance with laws that promote fairness in the hiring process. Background screening is 
ubiquitous, but isn’t always done well. Here are some guidelines for a background screening 
process that will help you manage hiring risks, rather than create them.  
 
Process Within the Process 
 
Within the hiring process, background screening stands out as an intricate procedure governed 
by both practical needs and compliance requirements. Screening is tricky because it seeks, by 
definition, to learn about the personal character and experiences of a job applicant. It is a portal to 
employment, fulfilling a critical need for most people to be fully part of the community. The aim of 
employers is to learn whether a specific individual will be a good hire. The aim of legal policy is to 
make sure that the information acquired in background research is used fairly and only for job-
related purposes. Through legal interpretations by trial (in courts) and error (by some employers), 
we have learned what features a compliant background screening process should have. 
 
A properly designed screening process can achieve the employers’ goal and meet standards of 
fairness. Here are some conceptual elements of that process: 
 

 
BACKGROUND SCREENING FOR TODAY’S WORKFORCE 

Background screening is designed to bring an objective view to the decisions made around 
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• The specific items researched in a background check for a job should be consistent for 
every applicant, and used consistently in decision-making. 

 • In general, employers should avoid blanket background check policies. Both EEOC and 
Ban the Box laws in various states and jurisdictions target the use of simple “check box” 
criminal background checks in employment. The thrust of these legal initiatives is to 
induce employers to use more individualized assessments, and to do the background 
research at a later point in the hiring process, where the applicant has shown basic 
qualification for the job. 
 

• Adverse action against an applicant should follow the two-step process defined by the 
Fair Credit Reporting Act (FCRA), at least if a third party agency provides the background 
report. The purpose of the two-step process is to ensure that the applicant is aware that 
his or her personal background will be researched and used in the employment decision, 
and that it gives them the right to approve and contest the outcomes. 
 

• If a background check for an applicant indicates they have arrest or conviction records, 
an individualized assessment is recommended. Regarding arrest records, which are not 
conclusive evidence of wrong doing, it is especially important to give the applicant an 
opportunity in an individualized assessment to explain the circumstances of the arrest. 

 
Employers who follow a screening process built on these concepts will greatly mitigate hiring 
risks due to both the applicants’ characteristics and compliance. 
 
“If you have the wrong people on the bus, nothing else matters.” Jim Collins, Good to Great. 
 
Your employees will ultimately determine your success, no matter how hard you work or how 
brilliant you are personally. Management determines the culture of the organization by its 
methods, its commitment, and its example. This is true in hiring the right people, as it is in most 
other aspects of the organization. If you, the employer, show a strong positive attitude and a 
commitment to excellence, the chances are much better that your employees will follow suit. 
 
We have discussed a number of steps you can take that affect your ability to hire the right 
people. One of the most important things about these steps is that they require your unwavering 
attention to design and detail. This gives you a double benefit. First, your hiring process will work 
efficiently to find, screen, and select the best people available. Second, the people you do hire will 
recognize the diligence you put into the process, and they will reward you for it by acting the 
same way. 
 
About Proforma Screening Solutions 
 
Proforma Screening Solutions delivers a wide-range of background checks and background 
screening services to help companies make better hiring decisions. We provide employment 
background checks to companies large and small - all with the common objective of helping 
organizations select the right people, the first time. The right background check company will play
 an important role in your ability to select and retain the right people for your organization.  
 
For more information about Proforma Screening Solutions, please contact them at (866) 276-
6161, Talk@proformascreening.com or www.ProformaScreening.com  

mailto:Talk@proformascreening.com


 

 

 

 

 

 

 

 

Are You at Risk for a Lawsuit?  Top Reasons Employers Are Sued Under the FCRA 

By Attorney Lester Rosen, CEO and Dawn Standerwick, Vice President of Employment Screening Resources  
 
The current trend of litigation over pre-employment background checks is not limited to lawsuits against 
background screening firms.  Lawsuits, particularly class action suits, against prospective or current employers are 
mushrooming.  These lawsuits are most frequently brought under a federal law that controls the process of pre-
employment background checks in the United States, the federal Fair Credit Reporting Act (FCRA) and, in many 
cases, could have been easily avoided. 
Many employers have settled cases for millions of dollars even though they maintain they did nothing wrong.  
Often, the alleged violations were technical in nature and could have been easily avoided if the employer had 
properly reviewed, or had competent legal counsel or other subject matter expert review, their policies and 
practices.  

FCRA class actions make a tempting target because the awards can be enormous.  The damages can be from 
$100 to $100 for every applicant screened.  Employers also face the possibility of claims for punitive damages if it 
is shown they should have known their acts were willfully out of compliance with the FCRA. That means that even if 
an employer was operating under a good faith belief they were following the law, punitive damages can still be 
awarded.  In addition, class action lawsuits commonly ask for attorney s fees and court costs � which can be 
substantial. 

Employers should also keep in mind that the FCRA is not the only potential area of risk when it comes to 
background checks.  The Equal Employment Opportunity Commission (EEOC) has recently brought legal action 
against employers on the basis of the unfair use of criminal records. There are also numerous state laws to 
consider. 

At the end of the day, employers still need to perform background checks since one bad hire can create a 
significant legal and financial nightmare for not only the employer, but, someone who may be potentially harmed.   
These threats can be largely avoided if an employer utilizes a quality background screening firm that specializes in 
educating their clients about legal compliance and provides accurate, actionable information.   

The following are the top eight reasons employers should review their practices and procedures to avoid litigation 
under the FCRA.   

iDownload the complete whitepaper which provides in depth details and FCRA section references by visiting   
 http://www2.esrcheck.com/reasons-employers-sued-under-fcra 
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1. Employer failed to obtain written authorization from the applicant prior to obtaining the consumer 

report.  
The FCRA requires that the employer receive written authorization from the prospective employee before 
conducting a background check.  A class action lawsuit on this topic settled for $875,000 dollars.   
 

2. Employer failed to provide the applicant with a document consisting solely of the stand-alone 
disclosure.  
 
This is one of the most common claims seen in lawsuits brought against employers.  The FCRA, requires that 
the employer disclose to the job applicant that a background check may be obtained in a written disclosure and 
“in a document that consists solely of the disclosure.”    
 

3. The disclosure contained a release of liability language.  
Closely related are claims that the employer included a liability release in its disclosure form. These cases not 
only argue that such a release is contrary to the “standalone form” rule recited above, but that the very notion of 
a release violates the FCRA. 

4. Failure to provide the applicant a copy of the consumer report and “pre-adverse action notices” prior to 
taking action. 
Another common FCRA lawsuit involves allegations that an employer failed to provide the prospective 
employee with a copy of the consumer report, a “pre adverse action notice, and summary of the prospective 
employee’s rights under the FCRA.”   
 

5. Failure to provide the applicant with a post-adverse action notices. 
The FCRA requires employers to provide the applicant with a post-adverse action notice after the employer 
takes adverse action to communicate several required notification components.   
 

6. Failure to update forms.  
Although it is easily preventable, some applicants sue their employers simply because the employer has not 
updated their forms pursuant to the FCRA.  Kmart recently settled a class action lawsuit for $3 million dollars 
in a case that included an allegation that an old form was used.   
 

7. The employer’s screening policy disqualified applicants based on criminal history that is unrelated to 
the job.  
Employers can also be sued for subjecting their job applicants to an overly broad and unduly harsh criminal 
background check.  Employers with blanket hiring policies (I.e. no felony convictions) may be creating liability 
absent state or federal requirements to automatically screen out certain types of criminal histories.  
 

8. Failure to Follow State Specific Requirements 
States, counties and even municipalities have passed legislation which impacts the hiring process in specific 
jurisdictions.  Among the most virulent are ban the box laws that impose a range of various requirements 
depending upon the jurisdiction. 
 

About ESR 

Employment Screening Resources (ESR) is a leading, global screening firm providing on demand access to 
compliant and accurate background screening services that empower employers to quickly make informed hiring 
decisions.   
 
ESR is the only screening provider offering real-time compliance via its proprietary ESR Assured Compliance® 
solution which helps employers to consistently meet requirements imposed by ever changing local, state and 
federal laws.  ESR is integrated with a number of the most visible applicant tracking solutions and HR technologies 
to ensure a seamless user experience. 
 
ESR is accredited by the National Association of Professional Background Screeners (NAPBS), a distinction held 
by a small percentage of screening firms and has successfully completed a SOC2 audit which validates our 
commitment to privacy, security and confidentiality in the protection customer and third-party data.  
 
For more information about ESR, please visit www.esrcheck.com  
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See ESR Check on page 28
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Accurate Background is a trusted provider of automated workforce screening. 
U.S. and international clients across all industries, from emerging businesses to 
Fortune 500 companies, rely on our compliant solutions. Our customizable 
services include domestic and international background checks, drug testing, 
employment related medical services, and electronic I-9. We are integrated with 
the leading applicant tracking systems, including Oracle, IBM, Kronos, and iCIMS 
and can easily interface with any HR platform. Our innovative technology and 
award-winning customer support teams empower companies to hire top talent.  

Pete Flath
VP Sales and Marketing
Accurate Background
7515 irvine Center Dr
CA, 92618
800-784-3911
sales@accuratebackground.com
www.accuratebackground.com

ADP's background screening services has the tools and expertise to quickly and 
accurately scrutinize the backgrounds of your candidates, conduct drug 
screening, administer I-9/E-Verify services, and help you comply with state and 
federal regulations.  Our flexible products adapt to your business needs and are 
backed by world-class customer service, industry expertise, and timely 
information.  Accelerate your hiring process and make more informed 
compliance and employment related decisions by leveraging ADP's solution.  

ADP
301 Remington St, Fort Collins
CO, 80524
C970-490-7815
adphire@adp.com
www.adp.com
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Applicant Insight is a global provider of background screening, substance abuse 
testing and occupational health screening services.    

Our background screening solutions are accredited by the Background Screening 
Credentialing Council (BSCC) as recognized by the National Association of 
Professional Background Screeners (NAPBS) Background Screening Agency 
Accreditation Program (BSAAP). 

We offer an extensive array of screening services and integrated technology-
driven solutions. Ai's secure, web based platforms and integrations provide 
seamless data exchange with leading third party ATS and HRIS solutions.  

nomoreforms   , our proprietary, patented solution provides paperless 
onboarding of applicants through a web-based interactive interface and 
backend-management-portal eliminating paper-intensive processes. 

(800) 771.7703
sales@ainsight.com
www.ainsight.com

Aurico is an NAPBS accredited and ISO 9001:2008 certified background screening 
and drug testing company. Founded in 1991 as a certified veteran-owned 
business, Aurico provides high quality screening, compliance tools, and 
paperless solutions. Ranked #1 Overall on HRO Today's Baker's Dozen List of top 
screening providers, Aurico is a market leader in customer service.  Our award-
winning WebACE™ technology supports a certified integration with applicant 
tracking systems for efficient screening. As a winner of the 2014 BBB Torch 
Award for Marketplace Ethics, Aurico exemplifies the highest standards in 
ethical behavior and business practices towards our customers, employees, and 
communities.

Ben Goldberg
President
Aurico
116 W. Eastman Street
Arlington Heights, IL  60004
847-890-4030  
847-255-1896
bgoldberg@aurico.com
www.aurico.com

TM
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Background Profiles is a nationally recognized employment and substance abuse 
screening provider employing state of the art processes that include paperless 
background and drug screen checks. 

We offer a number of fully automated ATS integrations including our stand alone 
"Quick App" data collection tool that can be easily activated for your job-seekers 
use.  

Whether you are hiring locally, nationally, or globally, we are positioned to assist 
you in hiring the most qualified candidates. 

Recognized for excellence in service, BPI was named a top three provider by 
HRO Today's "Baker's Dozen" Magazine.

99% client retention rate. Clients that choose us, stay with us!
 

800-800-0197
sales@backgroundprofiles.com
www.backgroundprofiles.com

Founding member of the NAPBS

Employment Background Investigations, Inc. (EBI) is a technology-driven 
innovator and leader in providing domestic and global pre-employment 
background checks, drug testing, occupational healthcare, and I-9 compliance 
solutions for employers. EBI specializes in the development, implementation and 
management of comprehensive and customized employment screening 
programs for over 5,000 clients worldwide. 
 
EBI is proud to be ISO 27001:2005 Certified for information security and ISO 
9001:2008 Certified for Quality Management.  EBI is also accredited through the 
National Association of Professional Background Screeners (NAPBS) Background 
Screening Agency Accreditation Program.  EBI is the only NAPBS Accredited 
background screening firm in the world to be both ISO 27001 and 9001 Certified.

Employment Background 
Investigations, Inc.
PO Box 629
Owings Mills, MD 21117
USA
1.800.324.7700
1.410.486.0730
sales@ebiinc.com
www.ebiinc.com
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Smarter Screening. Intelligent Hiring.
We have developed a premier screening process which focuses on delivering the 
most comprehensive, accurate, and compliant background checks in the 
industry. 

What's our secret?
No Shortcuts.
It might sound like corporate speak, but what does it mean to 
EmployeeScreenIQ and our clients? 

Greg Schnitter                                                              
Director of Sales                  
EmployeeScreenIQ                                                                                                                
(800) 235-3954 ext. 414                                                      
(888) 390-4617 Fax                     
gschnitter@employeescreen.com                   
www.employeescreen.com
EmployeeScreenIQ has been accredited 
by the National Association of 
Professional Background Screeners 
(NAPBS) since 2010.

Employment Screening Resources (ESR) is a global screening firm providing on-
demand access to compliant and accurate background screening services that 
empower our clients to quickly make informed hiring decisions.  

ESR is the only screening provider offering real-time compliance via its 
proprietary ESR Assured Compliance® system which helps employers to 
consistently comply with changing local, state and federal laws.  ESR's solution is 
integrated with a number of the most visible applicant tracking solutions and HR 
technologies to ensure a seamless user experience. 

ESR is accredited by the National Association of Professional Background 
Screeners (NAPBS), a distinction held by a small percentage of screening firms 
and has completed a SOC2 audit which validates our commitment to privacy, 
security and confidentiality in the protection of customer and third-party data.

Dawn Standerwick
Vice President, Strategic Growth
Employment Screening Resources (ESR)
(415) 761.9027 Direct
(888) 999.4474 x 225
dstanderwick@esrcheck.com
www.esrcheck.com

In 16 years, millions of background checks completed.

We find criminal records for 21% of all candidates we screen; double what is 
publicly reported by competitors.

We find a 52% discrepancy between candidate claims and information from 
academic institutions and past employers.

Accredited by NAPBS, a distinction earned by less than 2% of all employment 
screening companies.
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For over 20 years, ESS, accredited by the National Association of Background 
Screeners, has been dedicated to protecting companies and their employees 
through extensive background screenings. As one of the top 10 employment 
screening solutions providers in the nation, ESS combines experience, advanced 
technology and unparalleled customer service to ensure that an employer’s 
screening services are fast, affordable and effective. The company also offers 
drug screening, electronic fingerprinting and E-Verifyprocessing. As the business 
environment continues to focus on security and asset protection, the need for 
customized and enhanced background screening services has catapulted ESS to a 
new level of national competitiveness. ESS has received numerous awards and 
recognition including inclusion on the INC. 5000 listing consistently for over 8 
years.www.es2.com

Jason Kimbell
COO
Employment Screening Services
2500 Southlake Park, AL 35244
866-859-0143
jkimbrell@es2.com
www.es2.com

As the trusted partner of over 45,000 organizations worldwide, we at First 
Advantage provide easy-to-understand background checks so you can 
confidently make decisions about prospective employees, vendors and renters. 
Not only does this safeguard your brand, but you also arrive at dramatically 
better background insights - insights you can rely on.

Access criminal record searches; education, employment, and professional 
license verifications; global sanction searches; credit checks; I-9 processing; 
fingerprint screening and drug testing and more. It's time to partner with First 
Advantage. Now in 27 locations, 13 countries and conducting over 54 million 
international background screens on 16.8 million applicants annually. Trusted 
Knowledge. Exceptional People.

Shari Hubbert
Marketing Manager
First Advantage
1 Concourse Parkway NE
Atlanta, Georgia
30328
844.718.0087
solutions@fadv.com
fadv.com
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HR ProFile, Inc. is a fullservice,trusted, industry leader with over 20 years of 
experience in all areas of Employment Screening. We provide Background 
Checks,Drug Testing, Reference Checks, Education Verification, Applicant 
Tracking Systems and Personnel Profiling to clients in all industries Nationally 
andInternationally. We partner with our clients to ensure best hiring practices 
and Fair Credit Reporting Act (FCRA) compliance. HR ProFile provides market 
leadinginnovations, customized and scalable solutions and pricing, as well as 
unparalleled personal and professional customer service. 

Visit us at http://www.hrprofile.com/

800-969-4300
info@hrprofile.com

BUILD YOUR TEAM WITH CONFIDENCE

Since 1993, Global Investigative Services, Inc. (Global) has been serving and assisting 
American businesses, agencies and institutions, both here and abroad, in securing 
qualified employees with its complete array of investigative screening services.

Global focuses on five key components to deliver the best service available in the 
industry:

      Accuracy of Information
      Timeliness
      Consistency
      Reliability and Security
      Professionalism

Our guarantee to you is a safe, fast and affordable process for conducting 
background checks that are accurate and compliant while at the same time 
delivering exceptional person-to-person support.

Global Investigative Services, Inc.
1700 Rockville Pike
Suite 230
Rockville, MD 20852
Ph. 800-589-6595
Fax: 301-589-6055
www.gispi.com
global@gispi.com 
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InfoMart is an industry leader in background screening services, providing 
businesses the information they need to make well-informed hiring decisions. 
With over 25 years in business, InfoMart is a pioneer in developing innovative 
technology and screening services, from criminal history searches to verifications 
of employment. Accredited by the National Association of Professional 
Background screeners (NAPBS), a designation earned by less than 10% of the 
industry, InfoMart has also been repeatedly recognized on Security Magazine's 
Security 500 and Workforce Magazine's Hot List. The company prides itself on its 
customer dedication, innovation, and accurate reporting. For more information 
about InfoMart, please visit www.infomart-usa.com or call (770) 984-2727.
 
 

Charles Esposito
CEO
InfoMart
1582 Terrell Mill Road
Marietta, GA, USA 30067
770-984-2727
sales@infomart-usa.com
www.infomart-usa.com
 

 

 

 

PreemploymentDirectory.com is the world’s leading background screening information portal for human resources 
professionals and hiring managers. We have an extensive article library in our Background Screening Knowledge 
Center where you can find information on a wide variety of background screening subjects. 

This is where the world goes to find information and resources on background screening. 

 

 

Visit the directory today to find a background screening firm or to find 
information about background screening - www.PreemploymentDirectory.com 
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We are the industry's leading wholesaler specializing in international pre-
employment screening and individual, partner and vendor due diligence 
objectives.  ISS provides a comprehensive set of screening products in over 200 
countries.  Our tailored solutions provide all the tools your global clients 
demand, and we ensure compliance with FCPA, Data Protection Laws and 
associated in-country mandates.  Our automated, web-based ordering system 
provides an up-to-date, global knowledge base with real-time status and 
delivery timing, form and data requirements, and detailed service descriptions 
24/7.  WorldWatch Plus® refreshes data sources daily, so you provide your 
clients the most current information.  Choose the international specialist.

Kristin Stafford
COO
International Screening Solutions
114 TownPark Drive, Suite 540
Kennesaw, GA
Postal Code 30144 
678-784-7654
Kristin.Stafford@intlscreening.com
www.intlscreening.com
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The Pre-Employment Screening Program (PSP) offers background screeners 
instant, online access to commercial drivers' crash and inspection U.S. DOT 
histories from the Federal Motor Carrier Safety Administration's (FMCSA) Motor 
Carrier Management Information System (MCMIS). PSP records are available for 
the motor carrier and motorcoach industries and may only be used as part of the 
pre-employment screening process. PSP helps carriers make better informed 
hiring decisions so that the safest drivers are behind the wheels of commercial 
vehicles.  PSP records are updated monthly, the service is accessible 24×7, and 
customer service is available via phone or email.  PSP records cost $10.

Pre-Employment Screening 
Program
1-877-642-9499
PSPhelp@egov.com
www.psp.fmcsa.dot.gov
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OPENonline offers a broad range of employment screening, drug screening, 
investigative services and employment eligibility verification services, including 
SelectHire®, a one stop solution for employment screening. The company is 
dedicated to helping customers save time and money by providing background 
information that is current, accurate and compliant with exceptional customer 
service. For more information, visit www.OPENonline.com or call 1-800-935-6736.

Heather Browning
Executive Vice President
OPENonline
hbrowning@openonline.com
(614) 481-6006 Direct
(614) 481-6980 Fax
www.OPENonline.com
Facebook.com/OPENonlineLLC
Twitter.com/Background Pros
LinkedIn.com/company/OPENonline
YouTube.com/OPENonlineLLC

Partner with MBI Worldwide, Inc.

Background checks, drug screening and hiring solutions -made easy.

MBI Worldwide offers integration capabilities with existing HR software platforms 
and a complete paperless background check.

MBI Worldwide offers FREE demos and comparative searches for you to evaluate 
the accuracy and turnaround time against your current vendor. 

Partnering with MBI Worldwide may save you time, money, and potential legal 
issues.   

866-275-4624
www.mbiworldwide.com

Be Social

Accredited by the National Association of Professional Background Screeners 
(NAPBS®) Background Screening Credentialing Council (BSCC) for compliance 
with the Background Screening Agency Accreditation Program (BSAAP)

Accredited by the Better Business Bureau (BBB) with an A+ rating

Certified Small Business by the Small Business Association (SBA)
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Peter Seidman
VP Sales and Marketing
Orange Tree Employment Screening
7275 Ohms Lane
Minneapolis, MN 55439
612-269-1811
pseidman@otes.com
www.orangetreescreening.com

Peopletrail® is a leading provider of custom employment screening, criminal 
background checks, tenant screening, drug screening, ATS integration, & 
corporate security solutions.

Oracle validated integration. NAPBS accredited. Only Peopletrail® combines 
superior customer service through dedicated account managers with efficient, 
state-of-the-art technology integration to deliver on-demand, accurate and 
timely consumer reporting results.  Trusted and respected by government 
agencies and Fortune 500 to small up-and-coming businesses, Peopletrail® 
provides Actionable insight you trust®.

Get the vested expertise required to provide fast and accurate compliance-
focused reporting results to meet your individual needs.

Get your own complimentary consultation today.  Call 866.223.8822 or visit 
www.peopletrail.com

Peopletrail
65 East Wadsworth Park Drive, Suite 
102
Draper UT  84020
866-223-8822
support@peopletrail.com
www.peopletrail.com
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SterlingBackcheck, an NAPBS accredited organization, was founded in 1975.

Since 1975, we have continually reinvest knowledge and resources back into the 
business. We deliver relentless customer service, unbeatable speed and 
unrivaled accuracy.

With more than 2,800 employees serving over 20,000 customers around the 
world, including a quarter of the Fortune 100, the SterlingBackcheck team 
strongly believes in providing the most comprehensive, cutting-edge services 
possible backed up by a commitment to excellence. That's why, today, 
SterlingBackcheck is the world's largest company focused entirely on 
background checks with offices in the United States, Canada, the U.K., India and 
the Philippines.

SterlingBackcheck
1 State Street Plaza
New York, NY 10004
212-736-5100
www.sterlingbackcheck.com 
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Accurate Background is a trusted provider of international workforce screening. 
Global clients across all industries rely on our compliant solutions. We offer a full 
suite of applicant screening services in any country where data can be legally 
obtained and utilized for employment purposes. Coverage includes Asia, Africa, 
Middle East, South America, North America, and Europe.  Our innovative 
technology and award-winning customer support teams empower companies to 
hire top talent.    

Pete Flath
VP Sales and Marketing
Accurate Background
7515 irvine Center Dr
CA, 92618
800-784-3911
sales@accuratebackground.com
www.accuratebackground.com

Corporate Research and Investigations (CRI) Group is a global supplier of risk 
management, forensic accounting, due diligence and background screening 
services for some of the world's leading business organizations. CRI Group 
safeguards businesses by establishing the legal compliance, financial viability, 
and integrity levels of outside partners, suppliers and customers seeking to 
affiliate with your business. With experts based in eight offices covering four 
continents, CRI Group's purpose is to provide the knowledge, systems and 
solutions that fortify worldwide business integrity and preserve the global 
marketplace. Visit www.CRIGroup.com for more information.

Zafar I. ANJUM, MSc, CFE, CIS, MICA, 
Int. Dip. (Fin. Crime), CII, MIPI
Group Chief Executive Officer
Corporate Research and Investigations 
Limited
Level 37, 1 Canada Square, London E14 
5AA, United Kingdom
T: +44 2034782448 M: +44 (0)7588 
454959
E: zanjum@crigroup.com 
www.crigroup.com     
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Employment Background Investigations, Inc. (EBI) is a technology-driven 
innovator and leader in providing domestic and global pre-employment 
background checks, drug testing, occupational healthcare, and I-9 compliance 
solutions for employers. EBI specializes in the development, implementation and 
management of comprehensive and customized employment screening 
programs for over 5,000 clients worldwide. 
 
EBI is proud to be ISO 27001:2005 Certified for information security and ISO 
9001:2008 Certified for Quality Management.  EBI is also accredited through the 
National Association of Professional Background Screeners (NAPBS) Background 
Screening Agency Accreditation Program.  EBI is the only NAPBS Accredited 
background screening firm in the world to be both ISO 27001 and 9001 Certified.

Employment Background 
Investigations, Inc.
PO Box 629
Owings Mills, MD 21117
USA
1.800.324.7700
1.410.486.0730
sales@ebiinc.com
www.ebiinc.com

As the trusted partner of over 45,000 organizations worldwide, we at First 
Advantage provide easy-to-understand background checks so you can 
confidently make decisions about prospective employees, vendors and renters. 
Not only does this safeguard your brand, but you also arrive at dramatically 
better background insights - insights you can rely on.

Access criminal record searches; education, employment, and professional 
license verifications; global sanction searches; credit checks; I-9 processing; 
fingerprint screening and drug testing and more. It's time to partner with First 
Advantage. Now in 27 locations, 13 countries and conducting over 54 million 
international background screens on 16.8 million applicants annually. Trusted 
Knowledge. Exceptional People.

Shari Hubbert
Marketing Manager
First Advantage
1 Concourse Parkway NE
Atlanta, Georgia
30328
844.718.0087
solutions@fadv.com
fadv.com
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Huaxia Credit is the oldest provider of professional Pre-Employment reports in 
China and has been providing services throughout China and the world since 
2001. Our reports are provided in a timely manner to meet our client's 
compliance and regulatory requirements. Our accuracy has never been 
questioned and sets the standard by which all others are measured. Huaxia 
Credit provides a wide variety of Pre-Employment reports based on reliable 
sources to meet our clients' needs and in partnership with our sister company, 
Huaxia Dunn & Bradstreet China, can provide added value to our services with 
Company Credit History Reports. Our services are unmatched in China.

Huaxia International Credit 
Consulting Co., Ltd.
Room 1801, 18/F Tower3,
Beijing International Center,
No.38 Yard East Third Ring 
North Road,
Chaoyang District, Beijing, 
China 100026
Phone: +86 10 65665672
yabei_hu@huaxiacredit.com
www.huaxiacredit.com

GARDA is recognized as the most trusted and leading Canadian owned and 
operated provider of background screening solutions. Customers count on our 
professional teams to provide them with vital information to make informed 
business decisions on the suitability or risk level of any applicant, contractor or 
employee. Our consultative approach enables us to tailor our solutions to our 
clients' needs and our bilingual specialists are highly trained and adept at finding 
the information necessary to manage your risks and avoid losses.

Garda Background Screening Solutions
900-305 Milner Ave 
Toronto (Ontario)  
M1B3V4 
Toronto      
Phone: +1 877 359 8130 x 7882                                  
screening@gardape.com
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Use Straightline International for International (Record) Checks.  We provide 
criminal, civil, marriage, divorce, birth, death, address verification, employment, 
education, business registration  and more directly from the courts, police, 
justice systems, schools, businesses, and public record offices,. First hand 
documentation from the source. Compliance issues addressed. Copies and 
certifications available. 

Steve Brownstein
Straightline International
PMB 1007 Box 10001
Saipan, MP 96950 USA
Phone: 1-866-909-6678
From Outside the USA Call: 
+44-207-900-2849
www.straightlineinternational.com

We are the industry's leading wholesaler specializing in international pre-
employment screening and individual, partner and vendor due diligence 
objectives.  ISS provides a comprehensive set of screening products in over 200 
countries.  Our tailored solutions provide all the tools your global clients 
demand, and we ensure compliance with FCPA, Data Protection Laws and 
associated in-country mandates.  Our automated, web-based ordering system 
provides an up-to-date, global knowledge base with real-time status and 
delivery timing, form and data requirements, and detailed service descriptions 
24/7.  WorldWatch Plus® refreshes data sources daily, so you provide your 
clients the most current information.  Choose the international specialist.

Kristin Stafford
COO
International Screening Solutions
114 TownPark Drive, Suite 540
Kennesaw, GA
Postal Code 30144 
678-784-7654
Kristin.Stafford@intlscreening.com
www.intlscreening.com



Finally, an information source that helps 
you make sense of all the Differences.

Different 
Countries

Different 
Cultures

Different 
Laws

Sign up Today to Get Your Free Subscription
at www.PreemploymentDirectory.com!
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GARDA is recognized as the most trusted and leading Canadian owned and 
operated provider of background screening solutions. Customers count on our 
professional teams to provide them with vital information to make informed 
business decisions on the suitability or risk level of any applicant, contractor or 
employee. Our consultative approach enables us to tailor our solutions to our 
clients' needs and our bilingual specialists are highly trained and adept at finding 
the information necessary to manage your risks and avoid losses.

Garda Background Screening Solutions
900-305 Milner Ave 
Toronto (Ontario)  
M1B3V4 
Toronto      
Phone: +1 877 359 8130 x 7882                                  
screening@gardape.com

Employment Background Investigations, Inc. (EBI) is a technology-driven 
innovator and leader in providing domestic and global pre-employment 
background checks, drug testing, occupational healthcare, and I-9 compliance 
solutions for employers. EBI specializes in the development, implementation and 
management of comprehensive and customized employment screening 
programs for over 5,000 clients worldwide. 
 
EBI is proud to be ISO 27001:2005 Certified for information security and ISO 
9001:2008 Certified for Quality Management.  EBI is also accredited through the 
National Association of Professional Background Screeners (NAPBS) Background 
Screening Agency Accreditation Program.  EBI is the only NAPBS Accredited 
background screening firm in the world to be both ISO 27001 and 9001 Certified.

Employment Background 
Investigations, Inc.
PO Box 629
Owings Mills, MD 21117
USA
1.800.324.7700
1.410.486.0730
sales@ebiinc.com
www.ebiinc.com








