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Federal District Court Criminal Record Search

A Federal Criminal search isa
great product to add to your pack-
age(s) for any applicant. We

pull records from the Federal Dis-
trict Courts in any state you spec-
ify.

For one cost you receive records
from all District Courts within a
state, with a turn time of 24 hours
or less.

What records are found at the Fed-
eral level? A Federal Criminal

Search provides records on crimi-
nal cases prosecuted on the Federal
District Court Level. These crimes
include serious drug offenses,
armed bank robbery, economic/
white collar crimes, computer/
internet crimes, tax fraud, felony
level cases arising in recognized,
self-governing Native American
communities and other crimes.
When you search for an appli-
cants’ criminal history at the

state or county level, any Federal
level crimes will not show on
those records. This can be an
important factor if the employer
is concerned about higher level
crimes, especially the white
collar, economic crimes.

For further information, or if you
would like to add this product to
your package(s) please contact
your RHR SelectSmart Represen-
tative.



. SelectSmart News

“Finding qualified,
skilled workers and
keeping employment
costs under control
will be small
companies’ top to
concerns.”
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More Employers Pre-Screen

More employers are
turning to pre-screening
tools to help them
streamline their hiring
process, according to a
national workforce study
that recruiting and staff-
ing firm Spherion Corp.
released in June.
Finding qualified,
skilled workers and
keeping employment
costs under control will
be small companies’ top
two HR concerns over
the next few years, ac-
cording to the study,
which found that more
big and small employers
are turning to tools to
help them screen poten-
tial job candidates more
efficiently. In fact, 51

percent have increased
their use of pre-
screening programs in
the past five years, and
60 percent have upped
their use of assessment
programs. The findings
are based on phone and
online interviews con-
ducted between March
21 and April 27, 2005,
with senior human re-
source executives at
U.S. companies
Changing demographics,
shrinking supplies of
qualified workers and
the growing importance
of retaining top talent
are just some of the rea-
sons employers are re-
evaluating their ap-
proach to the screening,

Credit Freeze Bill

Congress is considering pre-
empting laws in 17 states that
allow anyone to freeze their
own credit and instead re-
strict the privilege to ID theft
victims. The proposed Fi-
nancial Data Protection Act
of 2006 may be voted on by
the House as early as next
week. The Act follows the
recent thefts of sensitive data
for 26 million veterans and
active military personnel.

A credit freeze means that no
one has access to your credit
report and since most credi-
tors insist on seeing yours
before issuing any credit,
identity thieves can’t open
accounts for themselves with
your information. The bill,
which is backed by the finan-
cial services industry, states
that having your personal
information stolen isn’t

interviewing and hiring
process,” Spherion
President and CEO Roy
Krause said in a press
release.

A survey from Chal-
lenger, Gray & Christ-
mas this year found that
66 percent of HR execu-
tives said it is becoming
more difficult to find
qualified candidates and/
or retain them because
of the tightening job
market. “More and more
human resource execu-
tives are coming to the
realization that they can
no longer drag their
heels on hiring deci-
sions,” Challenger CEO
John A. Challenger said

(Continued on page 4)

enough, you must file a po-
lice report regarding the iden-
tity theft before you can
freeze your credit.

The bill would pre-empt laws
in 29 states requiring compa-
nies, institutions and agencies
to notify individuals about
security breaches that com-
promised their data. Critics
say the bill tramples states’
rights.
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Adverse Action

Do you know your responsibili-
ties regarding Adverse Action?
Did you know there are certain
steps that you must take before
sending that rejection letter or
firing an employee?

Before taking any adverse action
based in whole, or in part on the
report from a CRA, employers
must give applicants or employ-
ees

a copy of the report and a
summary of their rights under
the FCRA. Then the employer
must wait approximately five
days (the proper amount of time
must be judged on a case- by-
case

basis) before actually taking

the adverse action. The FTC has
opined that this waiting period is
designed to allow the applicant
or employee to come forward
with information for the em-

ployer to consider before taking
adverse action.

After deciding to take adverse
action, the employer must pro-
vide the applicant or employee
with the following 5 things:

#1. Notice of adverse action
being taken.

#2. The name, address and toll-
free number of the CRA that
furnished the consumer report.

#3. A statement that the CRA
did not make the decision to take
the adverse action and is

unable to provide the consumer
report.

#4. Notice of the consumer’s
right to obtain a free copy of the
consumer report from the

CRA within 60 days.

#5. Notice of the consumer’s
right to dispute the accuracy or
completeness of any information
in the consumer report furnished
by the CRA.

Not sure of what a pre-adverse
or adverse action letter would
look like? Look in our Forms/
Library section for examples.

“Do you know your
responsibilities
regarding Adverse
Action?.”

If you have any questions re-
garding your responsibilities or
policies regarding adverse
action check out our other re-
sources in the Forms/Library
section of our website or contact
your RHR SelectSmart Repre-
sentative.

Credit Reports, What an Employer Should Know

For many companies, a pre-
employment credit report has
become an essential part of a
SMART hiring program. That
said, job applicants have sub-
stantial legal protection when it
comes to using their credit report
as a determining factor in em-
ployment. Because of this, em-
ployers should use credit reports
and the information it contains
with caution.

An employer needs to first deter-
mine that they have a job-related
reason to obtain a pre-
employment credit report and
that the information obtained is
relevant to the position. The
employer must obtain the candi-
dates written permission before
running a report. It is important
to make sure that information
contained in the pre-employment
credit report is not the sole deter-
mining factor in a hiring deci-
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sion because errors are possible.
One 2003 study found discrepan-
cies in 1/3 of all the reports
looked at.

Employers use credit reports for
a variety of reasons. Some feel
that it shows whether an appli-
cant is responsible and reliable
and some employers use a
credit report to alert them of
applicants” whose monthly credit
payments are too high for the
salary being offered. Other em-
ployers use a credit report to
alert them when a possible em-
ployee is deeply in debt. Em-
ployers that give employees
access to company credit cards
may find that a pre-employment
credit report helps to insure an
applicant has the ability to use a
credit card wisely.

It is important to remember that
when we are discussing the use
of credit for pre-employment

purposes we are talking about
a credit report unique from
those used in underwriting a
decision to offer credit. Pre-
employment credit reports like
those available from RHR’s
SelectSmart division leave out
actual credit card account
numbers, credit risk scores
(FICO score) and any refer-
ences to the age of the appli-
cant.

Information on credit reports
should not be the sole deter-
mining factor in a hiring deci-
sion. Employers utilizing
credit reports for pre-
employment purposes should
always consider FCRA guide-
lines and the concepts of
Pre-Adverse and Adverse
Action requirements before
denying any person employ-
ment.
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Pre-Screening

(Continued from page 2) The most innovative organizations, ~ menttools in their hiring process,

in a press release. “If they do, itis  Krause said, use pre-screening and ~ SPherion said.

increasingly likely that the candi-  assessment tools to find good job Article from SHRM Online
date will be off the market before  candidates quickly. Overall, 93

the offer is made.” percent of employers surveyed for

Employers cannot afford to spend  the Spherion study use some type of
time and money interviewing un-  screening tool, a big increase from

qualified candidates, and hiring 48 percent five years ago. Back-
managers risk losing talented ground checks appear to be the
workers who won’t be available in  screening tool of choice for some or
the market for long, Spherion’s all of the jobs at 79 percent of or-

Krause noted. The typical hiring  ganizations. That’s up from 51 per-
manager interviews an average of  cent in 2005.

eight people for a position, and 42 Employers that are more successful finan-
percent of employers think that cially and have stronger employee growth

A . . because they use HR best practices—
their hiring managers interview dubbed “emergent” employers—are more

too many people tQ find qualifi.ed inclined to use pre-screening and assess-
candidates, according to Spherion.



