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Managers interested in learning information about 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 the information they need:

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

e The International Section includes firms that conduct background screening internationally. These firms are listed by
country.

In a matter of minutes you can find a information about background screening or a provider to meet your needs anywhere
in the world.

PreemploymentDirectory.com has become an important resource and tool to support organizations meeting 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.
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What HR Managers Need to know About the

Evolving NAPBS Accreditation Standards
By: Derek Hinton, CEO, CRAzoom and W. Barry Nixon, COO, PreemploymentDirectory.com

In March, NAPBS achieved a key milestone by accrediting their 100th Background Screeners firm.

There are few reliable statistics on how many employment screening firms there are in the United States. Estimates range
from 2000-3000. Many of these are very small, perhaps only doing screens for a few employers.

There are about 450 screening firms that are currently members of NAPBS. Some of these firms are primarily tenant screening
with employment screening a small percentage of their business. So the 100 firms that have been accredited have reached
a significant number for employers choosing their employment background screening provider.

Employers are increasingly sophisticated in choosing their employment screening partner. They understand that while the
industry is highly regulated with the Fair Credit Reporting Act (and state versions of the act), the Driver Privacy Protection
Act (and state versions of this act) there are no licensing requirements to become an employment screening firm outside of
some states’ requirements that employment screeners have a private investigation license. The thought that the local nail
salon probably has more licensing requirements than their employment screening partner has made employers look for
other, more objective means in which to qualify their employment screening partner.

NAPBS Accreditation has become the top objective means in which to evaluate employment screening firms. Several years
ago, NAPBS accreditation was a“feather in the cap” of employment screeners that put them above most of their competitors.
That has not changed, but NAPBS Accreditation is increasingly becoming a minimum standard when employers choose
their employment screening partner. The “Are you a Member of NAPBS” question on‘Request for Proposals’ has evolved into
“Are you Accredited by the NAPBS

Insurers Recognizing Accreditation Value

Insurers are increasingly looking at NAPBS Accreditation status when underwriting liability insurance for employment
screening firms. Accredited companies are eligible for underwriting credits/savings from more insurers. The employment
screening arena is highly litigious and settlements can be huge. While the accreditation process is necessarily aimed at
employment screener protection, several sections of the NAPBS Accreditation deal with client education for their processes.
And so, an employment screener that has policies and procedures for client education is less likely to become ensnared
in client litigation in addition to the decreased likelihood of becoming involved in litigation because their policies and
procedures were lacking.

NAPBS Accreditation Standard in Process of Revision

On October 9,2017, the NAPBS published a proposed new standard for NAPBS Accreditation. The proposed standard has 68
clauses. The previous standard contained 58. In addition, most of the existing clauses have modifications. Existing clauses
may also have a different clause number than previously. The proposed new standard is a substantive change from the old.
Comments from the membership were solicited and many suggestions were received. The proposed standard is currently
being reviewed with consideration of the comments submitted.
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The new standard will be a higher standard than previously. Many of the proposed standards will increase
or introduce new minimums regarding:
« Document Management (similar to ISO standards for ensuring control and accuracy of all documents
used in the course of providing services.)
« Information Technology Certifications
« Employee credentialing and training
« Knowledge and compliance with changing laws and regulations

Conclusion
Earning accreditation is a difficult and arduous process for background screening firms, however, employers that engage the
services of accredited background screening firms stand to gain the best possible results.

Choosing an accredited firm is a cost-effective way for employers to stay informed about and navigate the maze of legal
requirements that impact background screening without needing to overly invest in staff and resources. This is particularly
important as we continue to see growth in FCRA lawsuits, the influx of new ‘ban-the-box’ legislation and numerous state or local
requirements. Of course, using an accredited background screening firm is not a guarantee that you will not be sued or made a
target of an enforcement action, but if you get pulled into the fray you want to have the best possible players on your team.

In the end, using an accredited background screening firm is your best bet in your effort to hire the best talent to meet your
business needs and to provide a safe workplace. Accreditation is being achieved by more employment screeners, many insurers
have accepted the value of accreditation, and the accreditation program itself is raising the bar.

Source: NAPBS.com, This article was not written by NAPBS. For detailed and specific information on the accreditation process
visit NAPBS.com.

ABOUT THE AUTHORS:
Derek Hinton began his career with a CRA in 1984 and is President of CRAzoom, a company that has assisted many CRAs
become NAPBS Accredited, and CrimApollo, a criminal record assessment and EEOC compliance service.

W. Barry Nixon, is the COO of PreemploymentDirectory.com, the leading background screening information
portal on the worldwide web. He co-authored Background Screening Investigations: Managing Hiring Risk
from a HR and Security Perspective and is publisher of The Background Buzz, The Global Background Screener
and the Annual Background Screening Industry Resource Guide.

PreemploymentDirectory.com is the world’s leading background screening information portal
for human resource, talent management and hiring managers. We have an extensive Article
Library in our Background Screening Knowledge Center where you can find information on
any subject related to employment background checks.

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

Visit PreemploymentDirectory.com Today to
Find the Information You Need! Looking for.




Best Practice Guide for Choosing
a Background Screening Partner
By: Robert E. Capwell, Chief Knowledge Officer, EBI

The crucial task of selecting a trustworthy background screening partner can be a difficult one, and options
continue to grow as the industry expands and technology evolves. Your background screening partner is a key
component of your talent screening and selection process, so finding the right partner with the right fit for your
screening program is paramount. That partner should support your hiring process by delivering timely, accurate,
and compliant information of the highest quality while delivering industry leading customer service.

Expertise and Length of Experience

The background screening profession has evolved dramatically over the past three decades. Some of the biggest
changes are in the legal landscape, technology, and service offerings. You need a partner that is experienced
and exhibits a long-standing reputation in the field. Conduct some online research and look for evidence of
thought-leadership over time. A knowledgeable screening firm will share information and resources directly on
their site by publishing white papers, articles and blogs. In addition, conduct research on the firm’s leadership
team, this will provide solid insight into the expertise of the firm’s executive management team.

Industry Involvement and Credentials

Industry related associations represent the nucleus of education, best practice, advocacy, and industry
governance. The background screening industry is no different. The National Association of Professional
Background Screeners (NAPBS) is the global voice and guiding association of the screening industry. Association
involvement provides critical resources to stay current with the ever-changing legislative landscape, compliance
mandates, best practice techniques and new solutions. NAPBS members better understand information privacy
and security, advancements in screening technology and available resources. In addition, the association fosters
certification programs for members to test and show their knowledge of FCRA compliance.

Companies prove their commitment to industry best practices and standards by becoming accredited. Only a
small number of companies are accredited through the NAPBS Background Screening Agency Accreditation
Program. Accredited firms demonstrate their diligence and dedication to their clients through solid performance
in crucial areas such as information security, legal compliance, client education, researcher and data standards,
verification standards and overall business practices. Each is vetted thoroughly by an independent auditor before
receiving the accreditation badge of excellence. A commitment to accreditation is a pledge to the background
screening industry and ensures employers receive the highest quality of information while serving the best
interests of candidates through privacy and compliance.

Service Capabilities and Your Customized Needs

The benefits and risk reduction strategies demanded of a background screening program are unique to each
employer. Company size, structure, industry, and job description are all key factors that play into the decision-
making process. Trying to fit every screening program into the same mold will not work. You need to rely on a
screening partner that can walk you through all of the options. Custom packages that are specific to a particular
job function will provide the best benefit and value for your program. HR professionals who oversee several
decentralized locations can leverage automation to receive consistent screening while ensuring compliance with
company policy, as well as state and federal laws.
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Employers hiring internationally will require a partner that has an in-depth knowledge of international screening
protocols. Consolidating services such as background screening, drug testing, occupational health screening
solutions, E-Verify and paperless 1-9 compliance requirements can save time and money. The use of multiple
software platforms, managing multiple vendors, and reconciling several invoices is not an efficient use of your
time. A one-stop solution partner can consolidate management reporting, provide for a consistent program review
and provide opportunities for additional savings based on consolidated volume.

Technology that Supports Business Optimization and Your Onboarding Process

Your background screening program should fit strategically within your hiring and onboarding process; not be held at
the mercy and convenience of your screening partner. A seamless integration with your provider can optimize your
hiring process and save you considerable data-entry and processing time. Leveraging the use of a self-serve applicant
kiosk or electronic candidate portal can make the application process integrated, virtual and candidate friendly.

A seamless integration with your screening partner can securely route candidate data, paperless forms, and an
e-signature process from your applicant tracking system through to your screening partner and back to an HRIS
system. Compliance can be achieved virtually too with the use of service specific disclosures, federal, state and
internationally required notifications and forms. All can be served up automatically as need. A paperless storage
environment makes it easy to retrieve information and maintain proper compliance.

Client Onboarding, Training, and Program Reviews
The day you sign the contract with your new provider shouldn’t be the last time you hear from them. Establish the
process for onboarding, training, and program review upfront to ensure a smooth transition.

Background screening technology platforms can be very customizable these days. Once you determine what you
need, you can start setting the parameters to fit your needs. It is essential to decide who is authorized to request
and review screening results. For multi-location users, this piece is paramount to ensure legal compliance and
proper setup for management administration and review.

Training is an integral part of the onboarding process. Be sure that your provider offers customized live training to
address specific training needs and questions before the program starts. Ongoing training should also be available
for future users, and insist that your partner provides resource material and training documentation for future
reference. The success of your screening program should be benchmarked and measured on an ongoing basis.
Establish key performance indicators (KPIs) upfront and measure them on a periodic basis to track performance.

Approach and Structure to Account Management and Customer Service

Customer support is a key component of a successful screening program. You should have a firm understanding
of the support team working with you and how they gauge your satisfaction. Will you be assigned an individual
account representative, and is there a support team working with them for strategic account administration? In
addition, you should ask about the structure of their customer service team, off-hours support and the use of
overseas call centers to make sure they meet your specific support needs.

Quality Management and Customer Satisfaction

Background screening firms concerned with quality and customer satisfaction take strategic measures to
incorporate a quality management system into their core operating principles. A successful quality management
system will include documented procedures and training for each business function. The firm should be measuring
specific inputs and outputs as they relate to each function within the process. Benchmarking and measurements
around timeliness, accuracy, compliance and your satisfaction should be measured and reviewed on a constant
basis. This is used to gauge quality and your level of overall satisfaction as a basis for continual improvement.
A background screening firm dedicated to quality will have a comprehensive program already in place. The
customer service team should continually seek your feedback and act on that information to increase overall
quality and your satisfaction.

Be sure to see our ad on back cover
9
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Data Privacy, Security and Business Continuity

The concern over data privacy and protecting personally identifiable information (Pll) is real in today’s landscape of
growing identity theft. Background screening firms that are focused on data security incorporate strict measures in
all facets of information security. Be sure your trusted screening partner already has a security policy, information
security procedures and training, documented procedures to deal with security incidents, access control policies
and risk mitigation strategies to ensure business continuity.

Legislation concerning data privacy is ever-changing and must be monitored for constant compliance. Be sure your
provider has a solid grasp of both international and domestic data privacy and security. A concerned partner will
follow the new Privacy Shield Framework to comply with the European Union and Swiss Commission’s Directive
on Data Protection. In addition, concerned partners will not offshore sensitive client and candidate data overseas.
Once sensitive data leaves the United States, there are no guarantees of data protection or secured access to
Pll. No employer wants to be burdened with the liabilities of an applicant’s data being mishandled.

Responsible Use of Database Information

Criminal record searchers are available in a variety of government and privately held electronic databases. This
information can be alluring to employers that want to save money and time. This type of information is a critical
research tool; however it should never be used as a sole source of data to conduct a criminal background check.

The quality of a criminal records database will vary from source to source with no guarantees of data quality or
even significant identifiers to match your candidate. Responsible background screeners verify criminal records
data from the original reporting court to ensure current and reportable information within the legal guidelines of
the Fair Credit Reporting Act (FCRA) and state law. Using unverified data to make a hiring decision can create
additional liabilities for employers and a very unpleasant candidate experience.

Compliance Resources and Support

Legal compliance within the background screening industry is ever-changing and opens up potential liability for
employers if not followed closely. The Fair Credit Report Act (FCRA), state local, and international laws must be
followed for proper compliance. Your background screening provider should be your resource for a compliant
screening program.

Your partner should provide documentation such as compliant authorization and disclosure forms along with
state compliance notifications and resources. Laws can differ county to county, state to state and even country to
country. Your partner should provide resources and guidance to make sure your program is compliant at all times.
Be sure to speak with your representative about how the company will provide mandatory compliance information
and how legal changes will be maintained and communicated. Your provider should have a compliance team that
is focused on current compliance protocols and keep their pulse on ever-changing legislation that could affect
your screening program.

Conclusion

Conducting proper due diligence on your potential screening partner, and addressing the topics provided within
this guide, will ensure that the provider you choose has the capabilities and expertise to handle your customized
needs. A suitable partner will understand quality, information security and have the technology to optimize your
program. Establishing a relationship based on specific measurements of mutual success will establish a program
that is seamless, cost-effective, efficient, and compliant.

ABOUT THE AUTHOR:

Robert Capwell

Chief Knowledge Officer

Mr. Robert E. Capwell is considered one of the leading experts in the background screening industry
with over 26 years of experience in the field. As Chief Knowledge Officer at EBI, Mr. Capwell oversees
the implementation of process improvement and information security strategies as EBI's Management
Review Board Chair. Robert is also responsible for internal corporate training strategies and serves on
EBI's Executive Team. Robert is a well-known industry speaker and past Chair of the NAPBS Board of
Directors. Currently, Mr. Capwell serves as a Global Ambassador for the organization.
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Latest Background Screening Trends

and the Impact to Employers
By: Dawn Standerwick, Vice President, Strategic Growth, Employment Screening Resources (ESR)

Each year, Employment Screening Resources (ESR) releases our highly anticipated “ESR Top Ten Background
Check Trends.” These important trends directly affect organizations background screening programs, especially
as it relates to legal obligations and litigation. Existing and ever growing legislation along with increase in
background screening litigation underscores the importance of aligning with a screening firm that can and will
take an active interest in their clients’ compliance requirements.

1. Local Ban the Box Laws Will be Challenged as Less Effective than Statewide BTB Laws

As of January 2018, a total 30 states and more than 150 cities and counties in America have passed “Ban the Box”
legislation that removes questions about the criminal history of job applicants from applications and generally delay
such inquiries until later in the hiring process.

Due to the growth of “Ban the Box” employers will have to deal with a myriad of overlapping local and statewide Ban the
Box laws that can be confusing to say the least.

Originally, Ban the Box laws were concerned with the initial the application process. However, many have now morphed
into “Fair Chance” laws that also impose processes for how criminal information is utilized, such as delaying criminal
history questions until a conditional job offer.

In other words, Ban the Box laws are often no longer limited to just the application process, so a consistent statewide
Ban the Box policy where employers are given some sort of immunity if they hire an ex-offender is likely the most
effective means of giving people a second chance.

2. Salary History Questions by Employers Will be Restricted as Pay Equity Movement Spreads

Several states and cities in the U.S. have passed legislation prohibiting employers from seeking salary
history information from job applicants as part of a “pay equity” movement to narrow the gender wage
gap between women and men. This growing restriction on questions about the salary history of applicants
by employers is a trend that we expect will continue to spread.

3. Waiting for FCRA Lawsuits to Slow Down? We don't think so.

In May 2016, the U.S. Supreme Court ruled in Spokeo, Inc. v. Robins that plaintiffs must prove “concrete injury” in class
action lawsuits for alleged “bare” violations of a federal statute such as the Fair Credit Reporting Act (FCRA) for standing
under Article Il of the U.S. Constitution.

The case involved a man named Robins who filed a lawsuit claiming that Spokeo — an online “people search engine”
that sells publicly available data about individuals — violated the FCRA by providing inaccurate information about him.
But the Supreme Court stated in its opinion:

“Article lll standing requires a concrete injury even in the context of a statutory violation. For that reason, Robins
could not, for example, allege a bare procedural violation, divorced from any concrete harm, and satisfy the injury-in-fact
requirement of Article I11.”
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However — even after the Supreme Court ruled Article 1l standing requires an injury that is “concrete” and “actual’
— employers are still being targeted in lawsuits for alleged technical violations of the FCRA, a federal law that
regulates employment background checks.

Many of these lawsuits are related to basic and or procedural violations of FCRA by the employer.
* Failure to use FCRA required forms and notices.
* Failure to use “Standalone” documents.
* Using disallowed “Release” language.
* Failure to provide Adverse Action notices.

Why? Because in no way did the Supreme Court decision in Spokeo mean employers could relax obligations
for FCRA compliance. Employers will always need to ensure that they comply with their FCRA obligations and
work with background check providers that understand the FCRA and have compliance built into their processes.

4. Global Data Protection Regulation (GDPR) Goes Into Effect May 2018

On May 25, 2018, the General Data Protection Regulation (GDPR) will take effect as the primary law regulating
how companies protect the personal data of citizens in the European Union (EU). U.S. companies will need to
comply with GDPR rules when international screening in the EU.

The GDPR has been called “the most important data privacy regulation in 20 years.” Some key requirements
include requiring the consent of subjects for data processing, anonymizing collected data, providing data breach
notifications,and safely handling the transfer of data.

The GDPR will replace the Data Protection Directive 95/46/ec established in 1995 and is designed to harmonize
data privacy laws across Europe, to protect and empower all EU citizens data privacy, and to reshape the way
organizations approach data privacy.

U.S. companies need to be up to speed with the GDPR requirements before the end of May 2018. However,
research and advisory company Gartner predicts more than 50 percent of companies affected by the GDPR will
not be in full compliance by the end of 2018.

5. Millennials Drive Technology Changes in Hiring Process

“Millennials” — people aged 20 to 35 in 2016 — are expected to overtake “Baby Boomers” aged 52 to 70 in 2016
in total population size in 2019, according to the Pew Research Center, which projects the Millennials to swell to
73 million while baby Boomers decline to 72 million in 2019.

With Millennials on the cusp of surpassing Baby Boomers as the nation’s largest living adult generation, employers
need to be sensitive to the special issues in hiring and working with Millennials now that they will soon overtake
Boomers as the dominant group in the workforce.

“Applicant Friendly” is a term used to describe a hiring and background check process leaves a good first
impression for job candidates about their potential employers. Built in automation with a “humanizing” approach
to hiring help attract more Millennials to job openings.

Along with a transparent and intuitive screening process, Millennials also need to know that the privacy, security,
and confidentiality of their personal information will be protected by the background check provider after growing
up reading about data breaches and identity theft.

Employers will have to adjust workplaces and hiring processes to suit the mobile technology and social media-
oriented behavior of the Millennial generation. The most critical issue employers find with Millennials is that they
are the most “wired” generation so far in history.

Get the Complete List of Trends
The topics mentioned above are only half of the “ESR Top Ten Background Check Trends” for 2018. For the full-length
summary of all screening trends for this and prior years, please visit:

http://www.esrcheck.com/Tools-Resources/ESR-Top-Ten-Background-Check-Trends/.

ABOUT THE AUTHOR:

Dawn Standerwick — Vice President of Strategic Growth for Employment Screening
Resources (ESR) - is a background screening subject matter expert with over 26
years of experience in workforce screening.
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EMPLOYMENT VERIFICATIONS: “TRUST BUT VERIFY”

By Kellie O’Shea, Esq., PHR, is Associate General Counsel for Creative Services, Inc. (CSI),

Although President Ronald Reagan is often credited with the famous quote, “Trust but verify”, according to
Suzanne Massie, author of “Land of the Firebird: The Beauty of Old Russia,” she was the one who taught then
President Reagan the Russian Proverb.

Employers should take this advice when conducting employment verifications, as well as other verifications in their
pre-employment background checks. This article focuses on the importance of and best practices in conducting
employment verifications for potential employees.

According to ajoint survey by HR.com and the National Association of Professional Background Screeners (NAPBS),
96% of employers conduct at least one or more types of background checks on job candidates. Background
checks can include a variety of search components including criminal checks, motor vehicle driving checks, credit
checks, civil searches, sex offender searches, sanction or debarred lists, professional licensing, education and/or
employment verifications and more.

Historically, a background check into an individual’s criminal history was driven by risk mitigation and the threat of
potentially expensive litigation under negligent hiring theories whereby an employer can be held liable for the acts
of its employee when the employer knew or should have known about dangerous patterns or history of behavior.

Reducing risk is still a driver of pre-employment background checks today, however, barriers to obtaining certain
types of criminal information have forced employers to contemplate additional avenues to determine a candidate’s
trustworthiness, reliability and/or suitability.

The widespread trend of ban-the-box laws have limited the scope of criminal history inquiries as well as how much
information can be reported regarding a candidate’s criminal record. Ban-the-box laws span the spectrum of limiting
what and how far back the employer can inquire regarding criminal records, when they can conduct a criminal
check (conditional offer may be required), notices regarding any potential criminal records, to how much time a
candidate has to dispute the information.

Employers continue to maintain a strong emphasis on mitigating risk when candidates have a pattern of dangerous
behavior (or other adverse patterns of behavior as they relate to the function of a job), however, these new restrictions
and limitations have given rise to growing emphasis on verifying past employment as a way to further ensure a level
of trustworthiness in an application for a position.

How do employers know if candidates are being honest about their previous work history? A recent report by Office
Team in August 2017, “Nearly Half of Workers Know Someone Who Was Dishonest on Resume” identifies how
problematic this issue is. Specifically, the types of information misrepresented or exaggerated were:

+ Job Experience (76%)

* Job Duties (54%)

* Employment Dates (26%)
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Why do candidates misrepresent, exaggerate or outright lie on their employment history? Well, for any number
of reasons:

* They never worked at the employer listed;

* They don’t want the potential employer to know the truth;

* They have a better chance of getting the job;

* They are covering up a gap of employment; or

* All the above.

What can employers do to verify a candidate’s work history? Most commonly, employers conduct employment
verifications and/or professional references on a candidate.

First, distinguish the difference between an employment verification and an employment reference. The purpose of
an employment verification is to independently verify that a candidate worked where they said they worked for the
time they said they worked there. Employers want to make sure they are onboarding the candidate with the title and
experience the candidate describes on their employment application and/or resume. An employment verification
is typically verifying the candidates dates of employment, ending title, reason for leaving and eligibility for rehire.
Employment verifications are usually conducted through Human Resources or other official keeper of records. A
growing number of companies will outsource this verification process to an automated verification service as a way
to circumvent having to respond to what can, at times, be a large volume of previous employment inquiries. The
employer will provide a data feed of previous employment information to the clearinghouse company, who, in turn,
will provide this verification information for a fee.

In some, albeit rare, cases, the keeper of records may provide additional performance or narrative information
regarding a candidate, however, this is less common in today’s world of verifications. Despite that a true statement
made by an employer, regardless of how unflattering or negative, is not defamatory as a matter of law, the increased
threat of defamation litigation has put a muzzle on many employers regarding any other commentary beyond name,
title, reason for leaving and eligibility for rehire.

Note that prior to the recent burst of wage equity laws, some employers would also provide salary or income
information as part of a verification. The legislative landscape has made a significant impact on the ability for
prospective employers to ask this question to previous employers. Employers should use caution and understand
if and when they can collect previous salary information on a candidate.

Employment references are a little looser in terms of providing narrative or commentary information regarding
a candidate’s employment history. This is mostly because the candidate has provided the reference information
and has given consent for the reference to provide this type of information. Litigation can still lay in wait, however,
reference information is typically at the request of the candidate and candidates commonly provide the names of
references they know or believe will provide favorable information to the prospective employer.

Generally, the individuals proving reference information do not have exact dates of employment or may not be privy
to situations where the candidate is not eligible for rehire at the previous employer. This is why it is critical to contact
the keeper of records directly to create a consistent, solid timeline of employment (or unemployment) as provided
by the candidate.

In conducting employment verifications, employers should look for and carefully consider any gaps of employment
that surface. A gap of employment as provided in a candidate’s application or resume is not necessarily a red flag,
however, a gap of employment that surfaces because the dates of employment provided by candidate vary from
that provided by the keeper of record shows variant dates than that provided by the candidate should be carefully
considered. The employer should be looking at why there is a gap of employment and how recent. A 60-day gap
of employment seven years ago may not be as relevant as a 60-day gap of employment in the past two or three
years. Employers should understand what the candidate was doing during this timeframe? Perhaps the candidate
was just taking some time off or taking care of family. Employers should take a look at any potential adverse issues
that may have given rise to a gap.
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In some cases, gaps of employment can be explained by temporary placements or contractor status where a
candidate was working at the company listed, but through an agency or other employer. Tailoring previous employer
questions on an application to include temporary employment or contract employment will help to identify the
appropriate keeper of records to contact. Providing alias, maiden or other names the candidate may have used
in the past allows the keeper of records at the previous employer to search under multiple names and alleviate
potential gaps based on a name not found.

Patterns of ineligibility for rehire should be cause for concern. Most employees who have been in the workplace
long enough, at one time or another, may have not had the greatest relationship in every instance with their boss.
Sometimes this can result in an unfavorable parting of ways between the employee and the employer. However, an
employee with a history of unfavorable parting of the ways should be closely reviewed.

Prospective employers should be weary of a previous employer that reaches out proactively to the prospective
employer to verify past employment. Contact information including phone numbers or email addresses, should be
independently developed or sourced. Inbound only calls or relying on candidate provided contact information for
a previous employer leaves the prospective employer vulnerable to potential fabrication of previous employment.
Trust but verify...independently.

A history of employment with companies that have gone out of business should also be reviewed by the employer.
Companies no longer in business can provide a challenge for employers trying to verify past employment of a
candidate. It would not take a cunning candidate more than 20 minutes to google companies that have gone out of
business and draft an impressive yet unverifiable resume. Employers should take steps to ensure the candidate is
being truthful in assertions of previous work by ensuring at a minimum that the provided company existed and that
dates of employment provided are consistent with where and when the company was operating. Resources such
as a state department of corporations are valuable tools for this type of due diligence. In some cases, employment
records are transferred to other entities and are still verifiable, such as merger or acquisition. Depending on the
recency orimportance of the employment, employers may wantto review tax or payroll documents from the candidate
as proof of employment. (Take caution of wage equity laws for information that may contain wage information.)
Alternatively, the Internal Revenue Service (IRS) offers services to independently verify this information with written
consent of the candidate.

Finally, often times a candidate is currently employed while the prospective employer is conducting employment
verifications and other background check searches. At the risk of jeopardizing current employment, the candidate
opts notto have their current employment verified until an offer or unconditional offer is presented. In these situations,
once the candidate provides notice to the current employer, it is critical for the prospective employer to verify that
most recent employment. Otherwise, the employer is exposed to potential fabrication of current employment.

In summary, employers should have appropriate policies in place when conducting employment verifications, either
on their own or through a background check company. The employer, or their screening partner, should have strong,
proven methodologies in place that meet best practices. Human resource representatives, or the investigators at
the background screening company, should be trained in how to uncover sometimes hard to find information as well
as identify red flags or potential issues.

C
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ABOUT THE AUTHOR:
I Kellie O'Shea, Esq., PHR, is Associate General Counsel for Creative Services, Inc. (CSI),

a global background screening and security consulting firm helping companies
screen smart and hire with confidence for over four decades.
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TROPICALIZING GLOBAL BACKGROUND SCREENING
STANDARDS: THE CASE OF LATIN AMERICA
By: David Robillard, CEO, MultiLatin Background Screening

As both international corruption scandals and regional security risks are routinely reported, many companies
have taken measures to tighten the criteria for selecting applicants within higher risk industries and positions.
At the same time, employers who operate in multiple countries with mobile workforces wish to globally apply
their background screening standards for permanent positions and third-party labor. Success in applying such
corporate background screening standards internationally requires HR and Compliance managers to “tropicalize”
them and consider some of the following local and regional issues as well as criteria for choosing a local or
regional screening partner.

LANGUAGE (LOCAL VS GLOBAL)

In terms of Latin America (Mexico and southwards), there are more than 30 countries and territories speaking
four official languages. Across most of these countries Spanish is the predominant language however not all of
them do. One-third of the 600 million plus inhabitants of the region speak Portuguese - in Brazil.

For practical purposes a company’s local operations in Brazil will need to receive applicant information in
Portuguese but some global operations might have a process to review in English. This is the case for one global
fast-moving consumer goods company for which all background checks are reviewed centrally in Budapest,
Hungary for job applicants across the 10 Latin American markets in which they recruit and have dozens of
operations. Working in two languages simultaneously presents challenges. Despite English being the official
company language Portuguese remains an important medium for local HR.

EXTENSIVE KNOWLEDGE OF LOCAL REGULATIONS

Each country is different when it comes to the legality of collecting and using certain background check information
on applicants for screening processes. In some countries it is not possible to legally obtain certain information
about candidates. In others the information can be obtained but is prohibited for use within the hiring process. For
example, in Brazil criminal antecedents can be legally obtained but a company must design the job description
to justify using such records to address job related security and/or safety risks. Otherwise, in the case, when a
company takes adverse action candidates can and do sue recruiters for discrimination.

The other issue for the compliance and human resources areas of international companies relates to how the
information for background checks is obtained and used. The local partner must be able to demonstrate sufficient
knowledge on each country’s current regulations and show that they operate in accordance with the law.

RESPECT FOR DATA PROTECTION LAWS

Over the past ten years legislation for protecting personal sensitive information has evolved in Latin America,
although its application varies from country to country. For example, Mexico has some of the most advanced
laws regarding data protection in the region. In 2008, Mexico recognized the right of each person to protect their
personal data to be a fundamental right. In the most recent amendment to the law, a reference was added that
specifically addresses personal data and recognizes its unique nature, distinguishing it from other human rights.
However, this level of legislation is not matched in all Latin American countries.
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Many of the countries within the region look to the European Union for guidance on shaping legislation on data
privacy and protection. Experts believe that this year’s entry into force of the EU’s General Data Protection
Regulation (GDPR) will generate a new wave of local privacy initiatives or unstick bills that have been stalled in
legislatures across Latin America.

It will be very important that the local screening partner show a high degree of compliance when handling
personal information during its processing, collection, storage and destruction and knowledge of relevant
privacy laws.

HIGH STANDARD OF SECURITY AND USE OF TECHNOLOGY

The most critical aspect to consider when considering services in background screening processes in Latin
America is security. Gathering information to screen candidates or partners in Latin America is still a very manual
process, and many companies do not rely on technology. When selecting a potential screening partner, it will
be invaluable if they operate with a user-friendly technology platform with “privacy by design” as a cornerstone
of candidate experience that allows the company to monitor and measure the entire process. This should give
greater assurance that candidate information and privacy will be always safeguarded.

COMPETITION FOR LABOR AND KPIS

Latin America faces an acute skills shortage. According to global recruitment firm, Manpower “Around 50% of
formal Latin American firms cannot find candidates with the skills they need, compared to 36% of firms in OECD
countries. This is a particularly pressing issue in Peru, Brazil and Mexico.”

Because of such competitive pressures turn-around time (TAT) and unable to verify rates (UTVs) have become
key performance indicators both within the talent acquisition process as well as with screening partners or
vendors. Effective screening partners know this and have developed technology for efficient workflow processes,
HR integrations, as well as analytics related to performance against service level agreements.

Global standards can be applied in Latin America. They just need to be tropicalized to achieve best results.

ABOUT THE AUTHOR:

David is President of MultiLatin and has more than 20 years of experience advising boards of
directors and senior management on integrity and corporate reputational risk issues in Latin
America. Before forming MultiLatin, he held a number of management positions at global
risk consulting firm Kroll Associates.

David is a graduate of Carleton University in Ottawa, Canada and received a Master’s degree
in International Management from the Instituto Tecnolégico Auténomo de México (Mexican
Autonomous Institute of Technology, ITAM). He is Chairman of the Latin American Committee
of the National Association of Professional Background Screeners (NAPBS). You can contact
David at info@multilatin.com.
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<» PREEMPLOYMENTDIRECTORY.COM

“The Information Portal for Background Screening”

Employer Beware!

Hiring the Wrong Person Could Be
Hazardous to Your Employees,
Organization and Success!

+ Do you know if you have a fraudster, child molester, rapist,
terrorist or worse on your payroll?

*» Do you know the best source to find the right Background
Screening firm to meet your needs?

* Do you have specific selection criteria based on industry ‘best
practices’ to select the right screening company to meet your needs?
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* Do you know where to the find the latest information, articles
and legal issues about Background Screening whenever you need to?

If you answered NO to Any of these questions

you need to go to PreemploymentDirectory.com



2 APPLICANT
A INSIGHT.

no forms

Contact Information:

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

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.

LANTIC

— EMPLOYEE SCREENING —

Douglas Avdellas

President

Atlantic Personnel & Tenant Screening, Inc.
8895 N. Military Trail #301C

Palm Beach Gardens, Florida 33410
561-776-1804 X 6010-Phone
877-747-2104 X 6010-Toll Free
561-228-6010-Direct
561-776-1565-Fax
davdellas@atlanticscreening.com
www.atlanticscreening.com

Operating secure, compliant, and insured since 1997, Atlantic
Personnel & Tenant Screening, Inc. has stayed committed to its
founding principles: provide the highest-quality customer service
with advanced technology and competitive pricing.

You will be amazed at Atlantic’s balance of paperless, ATS
interfacing, mobile friendly, applicant interactive technology with
dedicated, knowledgeable and caring customer service that
does not use voicemail, we just pick up the phone when it rings.
Headquartered in Palm Beach Gardens, FL, we serve a long list
of satisfied customers nationally & in our hometown.

See more at http://www.atlanticscreening.com or please call
877-747-2104 for details and pricing.




FREE BACKGROUND CHECKS

L) SAME DAY RESULTS

We utilize all the resources available
and process your request in real-time
to provide you with fast results.

< ACCURATE REPORTS

N\~ We go directly to local court records
to retrieve the most current,
comprehensive data available.

COMPETITIVE PRICING

We offer volume discounts and
customized packages to work within
your corporate budget.

We are so sure you'll love our service, we'll even give you the first 3 FREE*

To get started, contact me today!

Pati Cinkle
pati@candidresearch.com

www.candidresearch.com

@C}ANDID RESEARCH

Patricia Cinkle

President

Candid Research, Inc.

3111 N. Tustin St. Suite 280
Orange

CA 92865 USA
714-586-5314
pati@candidresearch.com
www.candidresearch.com

CANDID
@RESEARGH

QUALITY BACKGROUND CHECKS. FAST!

*restrictions apply

REDUCE YOUR HIRE TIME WITH SAME-DAY RESULTS.

From its inception in 2008, Candid Research was designed to
meet the challenging demands of the employer. We understood
there was a problem getting quality pre-employment background
checks quickly. So, we analyzed the search process and saw the
opportunity for optimization. Our average turn-around time for
county criminal searches is 8.72 hours, without ever compromising

quality. In fact, most of our clients experience same-day results on
searches that used to take weeks with other providers. We are so
sure you'll love our service, we’ll even give you to the first one free!




Paul Hickman CourtHouse Concepts, Inc., established in 1999, is an NAPBS

CourtHouse Concepts, Inc. accredited screening firm that offers pre-employment services
4250 Venetian Lane including an applicant management system, background checks,
Fayetteville, AR 72703 drug testing, employment, education, and license verification,
Arkansas, U.S. 72703 driving records, electronic 1-9 processing, and e-Verify. We
479-582-3660 believe a company’s employees are their biggest asset, We also
p.hickman@courthouseconcepts.com believe that with a great team, success will follow. This belief is
www.courthouseconcepts.com the cornerstone of CourtHouse Concepts. We believe the great

employees and quality information at a fair price is what sets us
apart from our competition.

Information You Trust

DATAFACTS

Matt Scott Data Facts provides professional businesses with accurate
Marketing Manager background screening services for employers. They are one of
Direct (901) 312-8647 less than 5% of background screening companies accredited by
Office (901) 685-7599 ext 8647 the NAPBS. Their reputation for security, quality, and compliance
Email mscott@datafacts.com without sacrificing speed has led them to be the choice provider

for background products and services by leading companies in
some of the most heavily regulated industries, such as medical,
senior care, youth organizations, and more. With active industry

V(C/ﬁﬁﬁdc involvement and monthly ongoing education resources, including
P Ry Woren'sBusinssEnirrse free webinars, lectures, and literature, Data Facts works tirelessly
E==3 in its pursuit of assisting companies in finding and keeping the

employees that carry them towards their vision.




Chris Fucci
VP of Marketing

Employment Background Investigations, Inc.

800-324-7700 x.136
www.ebiinc.com
CFucci@ebiinc.com

EBI is one of the largest privately held screening firms in
the country, providing background screening, drug testing,
occupational health screening and Electronic Form 1-9 and
E-Verify services for employment, contract and volunteer
positions for over 5,000 clients in the US and globally.
EBI is a founding member of the National Association of
Professional Background Screeners, and one of only a few
NAPBS accredited firms in the world to hold ISO certifications
for Quality Management and Information Security. EBI is an
Inc. 5000 award winner and is routinely named to Workforce
Management’s ‘Hot List’ and HRO Today’s Baker’s Dozen list.

Chad Stair

Director of Sales and Client Services
Edge Information Management, Inc.
1682 West Hibiscus Blvd.

Melbourne, FL 32901

321-676-8820 | 800-725-3343 ext. 601
chads@edgeinformation.com
www.Edgelnformation.com

Edge Information Management, Inc., established in 1991, is a
privately held national provider of employment screening services
dedicated to furnishing employers with accurate background
screening, drug testing and electronic i-9/E-Verify services at
cost-effective rates. Edge delivers services to each client via the
internet through its proprietary software (WebScreenTM), portal or
integration with a variety of industry leading ATS systems. The
ability to combine “big business” technology with “small business”
customer service is the value most appreciated by its clients.
The NAPBS Accreditation exemplifies Edge’s dedicated focus on
delivering accurate information quickly and in compliance with
hiring federal and state regulations.




People Matter. Make Good Choices.

We believe employers deserve a background screening
partner they can rely upon to consistently deliver fast, accurate,
affordable, and compliant information through an innovative,

Dawn Standerwick time saving solution that supports compliance with ever-
Vice President, Strategic Growth changing laws. ESR is integrated with the most visible HR
Employment Screening Resources (ESR)  technology solutions to ensure a seamless user experience
T: (415) 761-9027 Direct for our clients and their candidates.

F: (800) 399-5423

dstanderwick@esrcheck.com ESR is accredited by the National Association of Professional
http://www.esrcheck.com Background Screeners (NAPBS) and our annual SOC2

(SSAE16) audit validates our high standards and commitment
to privacy, security and confidentiality.

ESR’s Assured Compliance® Program was awarded
the 2018 HRO Today Tektonic Award for disruptive and
innovative background screening technology. Contact us
to learn more about how we keep our clients compliant.

First Advantage

A Symphony Technology Group Company

First Advantage As the trusted partner of over 35,000 organizations worldwide,
solutions@fadv.com we at First Advantage provide easy-to-understand background
844.317.5232 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
i ] better background insights — insights you can rely on. Access
‘bei criminal record searches; education, employment, and
professional license verifications; global sanction searches;
credit checks; 1-9 processing; fingerprint screening and drug
testing and more. It's time to partner with First Advantage.
Now in 26 offices conducting over 55 million international
background screens annually on 17.2 million applicants in
200+ countries and territories.




Hire Image LLC is a woman-owned, NAPBS-accredited
background screening, employment verification, and drug
testing provider, serving human resource professionals
nationwide. Clients use our web-based automated system to
securely request searches and receive accurate, customized,
and easy-to-read reports for review and tracking. From pre-
www.hireimage.com screening a job candidate and verifying employment history
(888) 433-0090 to performing credit checks and scheduling drug screening,
Fax (866) 494-7191 we are your one-stop background screening resource with
exceptional 24/7 service, no offshoring, FCRA certified
operational staff, seamless ATS integrations, and the fastest
turnaround time in the industry.

Christine M. Cunneen
Chief Executive Officer
Hire Image LLC

In@

Tammy Cohen InfoMart has been revolutionizing the global background and
Founder & Chief Visionary Officer identity screening industry for 28+ years, providing employers of
InfoMart all sizes—SMBs to Fortune 500—the information needed to make
1582 Terrell Mill Road Marietta, GA informed hiring decisions. Powered by innovative technology,
30067 USA a simple API, and customizable solutions, we modernize talent
770984 2727 onboarding and screening, including a first-to-market biometric
Sales@InfoMart-USA.com identity authentication application and a verified sanctions search.
www.BackgroundScreening.com InfoMart, a WBENC-certified company and founding member of

NAPBS, abides by the strictest screening standards and best
practices. InfoMart is dedicated to service, speed, and accuracy.
We have been recognized for our success, workplace culture, and
corporate citizenship with 40+ awards.




l INTERNATIONAL

SCREENING SOLUTIONS

Ken Kunsman

Chief Marketing Officer
International Screening Solutions
678-784-7640
Care@intlscreening.com
www.intlscreening.com
www.WorldWatchPlus.com

9 @IntiScreening

WORLDWATCH
PLUS

Insist on using WorldWatch Plus® for complete screening

A background search worth doing, is worth doing right. So
when your screening company expands your “national crim”
search to be a global search, make sure they use WorldWatch
Plus. Other solutions miss 70% - 90% of the available risk
information.

* WorldWatch Plus searches 1,700 global crime, sanctions,
watch list, terrorism, and fraud sources from every country and
territory.

* WorldWatch Plus data is refreshed daily. Every result comes
directly from the official agency source each day.

» WorldWatch Plus prioritizes exact DOB match results and
highlights other identifiers to quickly eliminate false positives.

ZIntelliCorp

Intellicorp Sales

Intellicorp Records

3000 Auburn Drive, Suite 410
Beachwood, OH, USA 44122
800-539-3717
Sales@intellicorp.net
www.intellicorp.net

IntelliCorp’s commitment is to provide you with a full circle
of excellence in background screening. We think you'll find
everything you need to create a program that meets your
business or organizational requirements. A Verisk Analytics
(Nasdaq:VRSK) business, we’re NAPBS accredited. You'll
get screening packages, validated criminal searches, best in
class service, flexible integration options, training courses,
in addition to compliance education and assistance. With
a tradition of customer focused solutions, strong data and
regulatory compliant processes, we empower your organization
with trusted information, and give you the tools and resources
needed to onboard your applicants and volunteers with
confidence.




Brian Chapman

CEO

MBI Worldwide

200 Central Avenue Suite 820
St. Petersburg, FL 33701
sales@mbiworldwide.com
www.mbiworldwide.com

MBI Worldwide offers a high-touch customer service
level of all-inclusive background screening, verifications
and drug testing products. MBI’s Artificial Intelligence “Al”
provides a multitude of ordering options, ATS integrations
and customization. MBI’s cloud-based Al platform and online
candidate invite portal, MBiScreenSMART™, makes it easy
for companies to hire the best talent fast, by quickly obtaining
compliant, accurate and instant data.

MBI Worldwide is proud to be recognized by HRO Today Baker’s
Dozen Customer Satisfaction Ratings for top employment
screening performers in the nation. MBI is accredited with
NAPBS and holds SOC 2 certification.

“Good Screening is SMART Business”™

Customer Service

Customer Service Representative
NIC Federal LLC

4601 N. Fairfax Drive Suite 1010
Arlington

USA

Postal Code

22203

877-642-9499

PSPHelp@egov.com
www.psp.fmcsa.dot.gov

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
24x7, and customer service is available via phone or
email. PSP records cost $10.




Engage Candidates CandidateConnect™

Connect with
4.7 Candidates

HOURS

A billion job searches are
conducted per month on

Americans spend 4.7 hours every
day on their smartphones, which are
for more than games and social media.

info@otes.com
800.886.4777
www.orangetreescreening.com

Orange lree

Suzanne Peterson

Marketing Engagement Manager
Orange Tree Employment Screening.
7275 Ohms Lane

info@otes.com
www.Orangetreescreening.com

napbs

CREDI
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smart phones.

Without mobile options, you could
alienate as much as 45 percent of
your potential talent pool.

Orange lree

Having been in the industry for more than 25 years, Orange
Tree’s technologydriven backgrounds screening solutions
have helped a select group of companies to Hire With
Confidence™. We are a national and global provider that
specializes in providing a full range of technology-based
screening solutions with a commitment to excellent customer
care and compliance best practices. We help companies
observe federal, state and local regulatory requirements while
offering the flexibility to tailor searches to particular industry
sectors and individual lines of business — ensuring the best
possible screening outcomes and experience for you, your
candidates and your company.
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Your Prerequisite to a Safe Hire

Victoria Bernal

Account Executive

Sentinel Background Checks
710 Oakfield Dr Suite 254
Brandon, FL 33511
888-813-2566
info@sbchecks.com
www.sbchecks.com

Our current clients came to us to improve their turnaround
times, have access to seasoned experts to answer their
calls and their questions when they arise. They got tired of
their former vendors taking forever, dealing with automated
answering systems, non-returned calls or simply being treated
as a number.




SHIELD

Ji Kim

VP, Sales & Business Development
Shield Screen

6810 East 121 Street

Bixby, OK 74008

Phone 800-260-3738

Fax 800-737-5184
www.shieldscreening.com

Shield Screen, LLC. is an accredited national background
screening company that specializes in quick, accurate criminal
and verification services. Shield’s goal is to takes a hands-on
approach in crafting customized solutions that provide you with the
information you need to on-board and maintain solid, well qualified
employees, in a cost effective manner.

We have combined our technology, service and processes with our
products to improve compliance, turnaround times, and more!
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TrubDiligence

Jerry Nielson

President

TruDiligence

3190 S Wadsworth Blvd, Suite 260
Lakewood, Colorado, USA 80227
800 580 0474
info@trudiligence.com
https://www.trudiligence.com

With 25 years’ experience, TruDiligence is a full-service
applicant screening firm providing background checks, drug
testing and applicant tracking systems. We offer a world
class, web based platform or can integrate into your system.

All employees are advanced certified in the Fair Credit
Reporting Act

We are also accredited by the National Association of
Professional Background Screeners. This important
distinction, awarded to only a small percentage of background
check companies worldwide, is a credential everyone should
require in their provider.

No binding contracts, setup fees or monthly minimums. You
find the right person.....we’ll make sure they’re telling the
right story!
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keeping watch over your business

Kelly Jones

Operations

Vantage Point Services
919-557-3247
kjones@vpscreening.com
http://vpscreening.com

With almost 20 years’ experience, Vantage Point Services
proudly offers the lowest pricing and fastest turnarounds on pre-
employment screening. With a wide variety of search options, our
reports tell you the whole story on new hires, so you can make
an informed decision. Once you’'ve made the hire, our VPSalert
post hire monitoring product sends an email alert the day after an
employee is charged with a crime.




So easy to find
an International
Background
Screening Firm
A mouse can
Do it!

It's Free,
It's Easy, A )
It's Quick! |

Visit PreemploymentDirectory.com
to see how easy it is to find a background
screening company anywhere in the world.




The Gateway to Pre—employment

Screening Services in China

e ID Verification

¢ Employment Verification

e Registered Residence
/Origin Verification

e Criminal Record

e Education Verification

s Professional License Verification

e Civil Litigation

e Performance Appraisal

e Financial Irregularities

e Company Credit History Reports,

via our sister company,

Huaxia Dun & Bradstreet China

Since 2001, Huaxia Credit, the oldest provider of professional pre-employment
screen report in China, has been providing professional services including
International and standardized reports with exceptional value to business leaders.
We provide timely service solutions, accurate thorough verifications that are fully
compliant with all laws and regulatory guidelines.

Our services are unmatched in China.

To learn more about how our experience and strengths

can help create competitive advantage for you contact H u a x'. a c re d '- t CHINA
us today at pesinfo @ huaxiacredit.com or +86 10 87521202
or visit htip://pes.huaxiacredit.com/en Pre-employment Reports for global users
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A INSIGHT.

no forms

Contact Information: Applicant Insight is a global provider of background screening, substance abuse
testing and occupational health screening services.

(800) 771.7703

sales@ainsight.com Ourbackground screening solutions are accredited by the Background Screening

www.ainsight.com 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.

EBI is one of the largest privately held screening firms in
the country, providing background screening, drug testing,
occupational health screening and Electronic Form 1-9 and
E-Verify services for employment, contract and volunteer
positions for over 5,000 clients in the US and globally.
EBI is a founding member of the National Association of
Professional Background Screeners, and one of only a few
NAPBS accredited firms in the world to hold ISO certifications
for Quality Management and Information Security. EBI is an
Inc. 5000 award winner and is routinely named to Workforce
Management’s ‘Hot List’ and HRO Today’s Baker’s Dozen list.

Chris Fucci

VP of Marketing

Employment Background Investigations, Inc.
800-324-7700 x.136

www.ebiinc.com

CFucci@ebiinc.com




First Advantage

First Advantage
solutions@fadv.com
844.317.5232
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A Symphony Technology Group Company

As the trusted partner of over 35,000 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; 1-9 processing; fingerprint screening and drug
testing and more. It's time to partner with First Advantage.
Now in 26 offices conducting over 55 million international
background screens annually on 17.2 million applicants in
200+ countries and territories.

Yabei Hu
Sales Managing Director

Huaxia International Credit Consulting Co.

Room 1801, 18/F Tower3,

Beijing International Center,

No.38 Yard East Third Ring North Road,
Chaoyang District

Beijing, China 100026

+86 10 87521202
yabei_hu@huaxiacredit.com
pes.huaxiacredit.com/en/

Huaxia Credit is the first professional Pre-employment
service provider in China, since 2001, and a founding

, Ltd.  member of NAPBS APAC. We are committed to a
partnership with client and provide secure, accurate
and high-quality services.

Huaxia Credit focus on providing professional Pre-
employment screening service to hundreds of clients
worldwide, especially on Asia Pacific region, EU and
North America. Our service includes Pre-employment
screening, Commercial information  consulting,
Financing and loan services, and Credit risk consulting.

We believe Huaxia could be your most reliable and
trustworthy service provider in pre-employment market.
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Tammy Cohen

Founder & Chief Visionary Officer
InfoMart

1582 Terrell Mill Road Marietta, GA
30067 USA

770984 2727
Sales@InfoMart-USA.com
www.BackgroundScreening.com

InfoMart has been revolutionizing the global background and
identity screening industry for 28+ years, providing employers of
all sizes—SMBs to Fortune 500—the information needed to make
informed hiring decisions. Powered by innovative technology,
a simple API, and customizable solutions, we modernize talent
onboarding and screening, including a first-to-market biometric
identity authentication application and a verified sanctions search.
InfoMart, a WBENC-certified company and founding member of
NAPBS, abides by the strictest screening standards and best
practices. InfoMart is dedicated to service, speed, and accuracy.
We have been recognized for our success, workplace culture, and
corporate citizenship with 40+ awards.

@ INTEGRITY

Edouard Helfand

Managing Director

PT Integrity Indonesia

JI. RS. Fatmawati No. 57-B
Cilandak Barat Jakarta

12430

Indonesia

+62 21 — 7698277
edouard.helfand@integrity-asia.com
https://integrity-asia.com

Integrity Asia, a background screening specialist in South-East
Asia, provides a wide range of screening services to assist
our clients recruit high-integrity candidates. Our team of office
screeners and field investigators are operational in Indonesia,
Thailand and Malaysia. Fully trained and dedicated to all types
of verification and searches, we rely on Prisma, our proprietary
screening platform and accessible to our clients via a secured
portal. Our system is designed to provide our clients with a user-
friendly day-to-day experience: avoid a flow of emails, submit
in one click, order management, automatic notifications. Do not
hesitate to visit our website: https://integrity-asia.com/screening/
or send us a message at contact@integrity-asia.com




l INTERNATIONAL

SCREENING SOLUTIONS
Ken Kunsman
Chief Marketing Officer
International Screening Solutions
678-784-7640
Care@intlscreening.com

www.intlscreening.com
www.WorldWatchPlus.com

3V @IntiScreening

WORLDWATCH
PLUS

Insist on using WorldWatch Plus® for complete screening

A background search worth doing, is worth doing right. So
when your screening company expands your “national crim”
search to be a global search, make sure they use WorldWatch
Plus. Other solutions miss 70% - 90% of the available risk
information.

» WorldWatch Plus searches 1,700 global crime, sanctions,
watch list, terrorism, and fraud sources from every country and
territory.

* WorldWatch Plus data is refreshed daily. Every result comes
directly from the official agency source each day.

* WorldWatch Plus prioritizes exact DOB match results and
highlights other identifiers to quickly eliminate false positives.

MINTZ

GLOBAL SCREENING

Mintz Global Screening Inc.
1001-305 Milner Ave

Toronto (Ontario)

M1B3V4

Phone: +1 877 359 8130 x 7882
salesinfo@mintzglobal.com

We provide clarity in a complex world. With over 90 years
of experience, Mintz Global Screening is recognized as the
most trusted and leading Canadian provider of background
screening solutions. Customers rely on our professional
teams to provide them with vital information to make informed
business decisions on a candidate’s suitability or risk level.
Our bilingual specialists are highly trained and adept at finding
the information necessary to manage your risks and avoid
losses. You can count on our consultative approach for a
solution tailored to your business needs.




Global standards.
Regional presence.

Upgrade your
backgroundiscreening program
In Latin.America.

CONTACT US AT:

) www.multilatin.com ) info@multilatin.com

Mexico | Panama | Brazil

Multl I—d'.l n S

Background Screening

MuitiLatin

Background Screening

David Robillard, CEO Global Screening Standards for Latin American Regional Operations
MultiLatin Background Screening

Edificio Prisma Corporativo MultiLatin Background Screening is a regional provider of background
Monte Elbruz No. 124, Piso 7 screening solutions and drug testing upon employee applicants and third

Col. Palmitas Polanco . . ) )
11560, Ciudad de México, CDMX parties across Latin America and the Caribbean.

MEXICO
From its offices in Mexico City, Panama and Sao Paulo, MultiLatin complies

+52 (55) 5511-3237 with the strictest data protection and legal requirements within the various

info@multilatin.com countries of the region.
www.multilatin.com
Twitter : @multilatin
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Background

Checks

Your Prerequisite to a Safe Hire

Victoria Bernal

Account Executive

Sentinel Background Checks
710 Oakfield Dr Suite 254
Brandon, FL 33511
888-813-2566
info@sbchecks.com
www.sbchecks.com

Our current clients came to us to improve their turnaround
times, have access to seasoned experts to answer their
calls and their questions when they arise. They got tired of
their former vendors taking forever, dealing with automated
answering systems, non-returned calls or simply being treated
as a number.




How to Select the Right Background
Screening Providerfor.Your.Compan

WHAT’S INSIDE:

* Best Practices based on NAPBS accreditation guidelines
* Learn how to assess which type of background screening
provider will best fit your needs
* Learn how to evaluate providers using a criterion
based approach

Support Services Section

ORDER YOUR FREE COPY AT




Accurate Biometrics

500 Park Boulevard, Ste. 1260,
Itasca, IL 60143

866-361-9944
AccurateBiometrics.com

Jimmy Critchfield

Director of Government Sales

& Partnerships

708-887-9245
jveritchfield@accuratebiometrics.com

Accurate Biometrics is a trusted provider of fingerprinting
services to the background screening industry. We support:

» FBI channeling for authorized recipients

* Departmental Order 556-73
(Identity History Summary Checks)

+ Current state connectivity to lllinois, Florida and
California, all other TBD

* Fingerprint storage and electronic ink card processing

* Nationwide fingerprint collection network

» Custom end-to-end solutions

* Live scan equipment for sale or lease

As an independent resource, your best interest is our top
priority. We are a woman-owned small business. We have an
A+ rating with the Better Business Bureau; the recipient of an
11 Year Exemplary Service Award for 2017.

Chris Fucci

VP of Marketing

Employment Background Investigations, Inc.
800-324-7700 x.136

www.ebiinc.com

CFucci@ebiinc.com

EBI is one of the largest privately held screening firms in
the country, providing background screening, drug testing,
occupational health screening and Electronic Form 1-9 and
E-Verify services for employment, contract and volunteer
positions for over 5,000 clients in the US and globally.
EBI is a founding member of the National Association of
Professional Background Screeners, and one of only a few
NAPBS accredited firms in the world to hold ISO certifications
for Quality Management and Information Security. EBI is an
Inc. 5000 award winner and is routinely named to Workforce
Management’s ‘Hot List’ and HRO Today’s Baker’s Dozen list.




ACCURATE
BIOMETRICS

A Leader in Fingerprint Solutions
Serving the industry for 18 years

Accurate Biometrics - A Full-Service Fingerprint Resource o
The Preferred Choice of Federal, State, Municipal and Corporate Entities ~
FBI Channeling — Federal Agency Contracting ".
FBI Channeling - Departmental Order
Self Review « Travel, Study, Teach Abroad + International Adoption
DSS - SWFT Program National Fingerprint
Department of Defense Contractors Collection Network

FBI Channeling - Authorized Recipients
Banking, Public Housing, Aviation, Indian Tribes, Federal Programs

Select State Submission Types . .
llinois, California, Florida, all other TBD 850 Locations in

FINRA Brokers/Dealers and the Banking Industry 50 States . _ .
Also Available... We have a convenient site available

to service your customers.
¢ Live scan Equipment for Sale or Lease y
¢ Custom End-to-End Solutions

¢ Fingerprint storage and ink card processing solutions (B . ccreoimen
. ) . Sl BUSINESS @
Jimmy Critchfield

Director, Government Sales and Partnerships ACC'_"-latE@

Jjveritchfield@accuratebiometrics.com . . I o PRADs,
500 Park Blvd., Suite 1260, ltasca, IL 60143 Biometrics IC. m
708-887-9245 A VW A

Live Scan Fi inting & Identity Servi
AccurateBiometrics.com ve Sean Fingerprinting & Identity Services VERIFIED

¢ Priority Backgrounds

Sarah Price With almost 20 years’ experience, Priority Backgrounds is your
Vice President best solution for INSTANT NC wholesale records. We search as
(919) 557-3247 far back as the NC court’s system will allow and results include all
www.prioritybackgrounds.com case details including dispositions for one low price. No minimums

or limits on number of cases returned. Free XML/JSON integration
and most major screening platforms are supported. Route your NC
searches to Priority today to save valuable time and money.
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Background Screening

CreativegServices, Inc. GLOBAL SCREENING




HAPPINESS IS CONSISTENCY 10X BAKER'S DOZEN WINNER

Find Your

Place «

EBI DELIVERS HAPPY THROUGH
PUT-A-SMILE-ON-YOUR-FACE

FEATURES LIKE: - /

« US-Based customer & candidate care | -

« Integrated with 40 of the top ATS's :
« Continual compliance monitoring | .
 Industry leading accuracy \$

o Fast turn-around times

Background Screening
Drug Testing

Occupational Health Screening Employment Background Investigations, Inc.
Electronic Form 1-9 & E-Verify www.EBIINC.com | 800.324.7700




