


	
		×
		

	






    
        
            
                
                    
                
            

            
                
                    
                    
                        
                    
                

            

            
                                    Log in
                    Get Started
                            

        

        

        
            	Travel
	Technology
	Sports
	Marketing
	Education
	Career
	Social Media


            + Explore all categories
        


            














    
        
            
        

        Download - Employment Screening Benchmarking Report - Techhosteddocs.ittoolbox.com/Employment Screening Benchmarking Report.pdf · Risk Management – With almost every decision . they make,


        

        
            
                                    
                        

                    

                    
                        Download
                    

                            


            

                                
            


							
					Transcript

					Page 1
                        

Employment Screening Benchmarking Report
 2013 Edition

Page 2
                        

HireRight Employment Screening Benchmarking Report | 2013 Edition
 CopyrightCopyright © 2013 HireRight, Inc. All Rights Reserved. All other trademarks are the property of their respective owners. Reproduction and distribution of this publication in any form without prior written permission is prohibited.
 HireRight prepared these materials for
 informational purposes only. These materials
 are not intended to be comprehensive, and are
 not a substitute for, and should not be construed
 as, legal advice. HireRight does not warrant
 any statements in these materials. Employers
 should direct to their own experienced legal
 counsel questions involving their organization’s
 compliance with or interpretation or application
 of laws or regulations and any additional legal
 requirements that may apply.
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 IntroductionThe HireRight 2013 Employment Screening Benchmarking Report is the industry’s
 premier study of employment screening practices, including background checking,
 drug and alcohol testing, and employment eligibility verification. Survey respondents
 provide insight into a wide array of topics ranging from overarching business challenges
 to program specifics, such as managing the complexities of dynamic regulations.
 Participants reveal trends, challenges, and issues affecting employment screening.
 3
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 Competition for Talent – As the economy
 sustains its measured recovery and more than
 two-thirds of survey respondents expect their
 hiring to increase in 2013, the top business
 challenge remains finding, developing, and
 retaining quality talent. Despite continually
 solid unemployment rates, employers are still
 encountering issues with filling open positions,
 as available applicants may not meet the
 requirements of available jobs. This situation
 creates increased competition for qualified
 candidates; 84% of respondents from larger
 organizations (employing more than 500 people)
 and 71% of all respondents indicate they have
 taken steps to improve the applicant experience in
 the screening process during the prior year.
 Regulatory Compliance – Both federal and state
 regulations can have an impact on screening
 program policies. One of the most notable
 regulatory developments in recent months is
 the guidance issued last year by the Equal
 Employment Opportunity Commission (EEOC)
 regarding the use of criminal background checks
 in the hiring process. As a result of the EEOC
 guidance, most organizations undertook a review
 of their policies. Social media is another hot topic
 in both talent management and compliance circles;
 while most organizations are using social media
 sites effectively for recruiting, relatively few are
 doing so for screening due to regulatory and
 related privacy concerns.
 Risk Management – With almost every decision
 they make, organizations are actively managing
 a broad spectrum of risk. Talent management
 leadership in particular must balance constantly
 evolving regulatory compliance with the need
 to provide a safe workplace. Because last year’s
 EEOC guidance does not prohibit criminal checks
 altogether from the hiring process, respondents
 indicate that criminal record histories are still
 the most common type of background check
 performed. Drug screening rates also remain
 high, and few organizations are creating medical
 marijuana policy exceptions, despite the various
 state laws permitting either recreational or medical
 use of marijuana.
 As a result, not only are screening program policies
 maturing and evolving to meet these strategic
 objectives in many organizations, the program
 management is maturing as well:
 � More often, background screening policies are
 managed centrally within an organization,
 even for those employers conducting
 background checks in global locations.
 � Programs are reviewed and adjusted annually
 or, in some cases, even more frequently.
 � Extended workforce members, including
 temporary and contract workers, are screened
 to the organization’s standards.
 � Current employees and extended workforce
 members are re-screened after hiring to
 identify any new issues.
 � Leaders are establishing ways to measure
 success against specific program goals
 like candidate quality, cost, and applicant
 satisfaction.
 The 2013 HireRight Employment Screening
 Benchmarking Report highlights these trends
 and other data by looking at business drivers,
 screening value, screening program design, and
 screening practices.
 4
 Executive SummaryAs talent management leaders create and refine their hiring policies, increasingly they are driven by overarching strategic themes, including:
 1
 2
 3
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 Methodology
 The 2013 Report is based on survey results from more
 than 1,600 respondents, including human resource
 (HR), security, and other management professionals in
 a wide range of industries and organization sizes. Both
 HireRight customers and non-customers were surveyed
 online, and Report data emphasize those organizations
 performing some type of employment screening.
 Differences between an organization’s practices
 and policies and the results of this survey do not
 necessarily suggest strength or weakness, but simply
 offer an opportunity to evaluate programs and explore
 best practices.
 When reviewing results, it is helpful to note:
 � The survey questions included several response
 types, including multiple choice, multiple selection,
 and open text.
 � Figures may not add up to exactly 100% due to
 rounding on multiple choice responses where only
 one selection was allowed.
 � Figures may exceed 100% on multiple selection
 responses where more than one selection
 was allowed.
 � In some cases, prior year comparisons are made to
 help understand potential trends.
 � Results are displayed in a format designed to aid
 viewing and interpretation.
 � The term “larger” organizations refers to those with
 more than 500 employees.
 5
 The sixth annual HireRight Employment Screening Benchmarking Report explores key issues, trends, and underlying business drivers affecting screening programs. It also focuses on these programs, exploring both policy and practices.
 Primary Industry
 Transportation 23%
 Health Care
 Services
 Education
 Manufacturing
 Technology
 Finance
 Staffing
 Insurance
 10%
 8%
 6%
 6%
 5%
 5%
 4%
 4%
 Retail
 Non-profit 3%
 3%
 2%
 2%
 12%
 Energy/Utilities
 Construction
 Leisure/Hospitality
 Other
 8%
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 Workforce Size
 10,000 to 24,9994%
 25,000 or more6%
 1 to 4927%
 100 to 24916%
 50 to 9912%
 250 to 49911%
 2,500 to 9,9999%
 1,000 to 2,4998%
 500 to 9998%
 Respondent Role
 Director/Manager41%
 Administrator/Specialist33%
 Owner/Executive14%
 HR/Recruiter9%
 Other5%
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 Business DriversThe hiring outlook remains optimistic though measured: most organizations will continue
 to hire, but at a moderate pace. The search for—and retention of—quality talent remains a
 top focus for respondents in 2013 and one that will drive program and policy strategy.
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 Expected Changes to Workforce in 2013For the second year in a row, the optimistic hiring
 outlook is again tempered by a conservative forecast
 for the number of hires, reflecting the moderate
 pace of economic recovery. Of the respondents, 69%
 expect hiring to increase in 2013, in line with 2012
 results of 71%. However, almost a third (30%) of 2013
 respondents expects to see only a 1% to 4% increase
 in workforce size.
 How big of a role does the extended workforce (e.g.,
 contingent labor) play in filling these hiring needs?
 Half of respondents expect to fill some of these
 positions with contingent workers, which is also in line
 with 2012 findings.
 Expected Change to Workforce in 2013
 Increase 10% or more
 15%
 Increase 5% to 9%12%
 Not sure, but willprobably increase
 12%
 No Change25%
 Not sure, but willprobably decline
 1%
 Decline5%
 Increase 1% to 4%30%
 Degree This Change Can Be Attributedto Extended Workforce
 Some of the change28%
 Most of the change13%
 All of the change
 4%
 Half of thechange
 5%
 None of the change50%
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 Top Business ChallengesGiven this focus on expanding the workforce, most
 respondents continue to note the top challenge of 2013
 as finding, retaining, and developing quality talent. As
 evident later in this Report, this talent acquisition and
 retention challenge is a possible explanation for many
 program, policy, and resource priorities.
 Regulatory compliance once again emerged in 2013
 as the second most indicated business challenge.
 Additionally, a larger percentage of 2013 respondents
 named this as the top challenge (33% in 2013, 26%
 in 2012).
 While revenue growth ranked as the third most cited
 challenge for 2013 at 32%, statistically it is almost
 even with regulatory requirements (33%). Revenue
 concerns were closely followed by creating and
 sustaining a competitive advantage, which 26% of
 respondents selected. This concern is even greater for
 larger employers—more than 30% indicated sustaining
 a competitive advantage as a top challenge.
 Top Business Challenges
 Finding, retaining,developing quality talent
 52%
 Regulatory changesand compliance
 Revenue growth
 Cost containment
 Creating/sustainingcompetitive advantages
 Managing risk
 None at the current time
 Improved businesssystems and analytics
 Privacy and informationsecurity
 33%
 26%
 21%
 23%
 17%
 16%
 14%
 9%
 Global economicconditions
 Access to creditor funding
 7%
 32%
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 Top Talent Management ChallengesGiven the top business challenge of finding and
 retaining quality people, it is not surprising that
 the top talent management challenge of 2013 is
 attracting and retaining experienced employees, as
 it was in 2012. Additionally, this year saw a rise in
 the importance of transferring knowledge among
 employees to the second spot. These two may be
 related, as the exit of top performers or subject matter
 experts coupled with the challenge of replacing this
 talent can leave knowledge gaps in the organization.
 The 2013 survey saw a significant shift in talent
 management project prioritization in the coming year.
 Last year, only 5% of respondents indicated that
 they had no significant projects, while in 2013, this
 number jumped to 41%. In 2012, almost half (49%)
 of respondents indicated that they would review
 employment screening programs and policies, while
 this year that fell to 32%.
 Top Talent Management Challenges
 Attracting and retainingexperienced employees 50%
 Transferring knowledgeamong employees
 None currently
 Appealing to multiple generations
 Attracting and retaining entry-level employees
 Managing changesin workforce
 Managing the extendedworkforce
 Obtaining support for talentmanagement initiatives
 Managing large pool ofpotential retirees
 27%
 24%
 11%
 12%
 8%
 7%
 6%
 5%
 Obtaining support forscreening initiatives
 25%
 Key Initiatives Planned in 2013
 Nothing significant 41%
 Review employmentscreening program
 Expand education andemployment verification
 Evaluate applicant trackingsystems (ATS)
 Evaluate drug andalcohol screening solutions
 Evaluate employmenteligibility/I-9 solutions
 Other
 32%
 20%
 14%
 18%
 1%
 23%
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 Screening ValueWhy do employers screen job candidates? While the primary reason may vary from
 organization to organization, most employers would tell you that doing so helps them
 better ensure that after the relatively brief hiring process, applicants are qualified for the
 role they are filling and have the required integrity. Unfortunately, as the survey results
 indicate, not everyone is honest about his or her qualifications.
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 Benefits of Conducting Employment ScreeningRespondents recognize multiple benefits to
 screening, including improvements in the quality
 of hire, better mitigation of safety and security
 concerns, and regulatory compliance. On average,
 those taking the survey selected 2.4 responses
 to this question, suggesting a high degree of
 recognition of screening value.
 More than 41% of respondents also indicated that they
 have experienced a workplace incident that could have
 been prevented with screening.
 Benefits of ConductingEmployment Screening
 Improved quality of hire 55%
 Improved safety and security
 Improved regulatorycompliance
 Reduced employeeturnover
 Reduced negligenthiring risks
 Improved reputation
 Reduced workplaceaccidents
 Reduced illicitdrug use
 Reduced workplaceviolence
 40%
 29%
 18%
 20%
 13%
 10%
 8%
 6%
 Reduced employee theft
 35%
 Reduced absenteeism 6%
 Have Had Incident That Could Have BeenPrevented with Screening
 Yes41%
 No59%
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 Candidate MisrepresentationScreening provides a data-driven check to help
 ensure that the claims an applicant or employee is
 making are truthful. Two-thirds (66%) of respondents
 indicated that they’ve discovered someone who has
 lied on a resume. Of these respondents, 79% indicate
 that the screening process further uncovers that
 between 1% and 10% of applicants misrepresent
 qualifications during the hiring process. Another 14%
 of these respondents indicate that this candidate
 misrepresentation occurs more frequently than 10% of
 the time.
 Yes66%
 No26%
 No, but know
 someone who has
 8%
 Have Discovered a Person Who Liedon a Resume
 Frequency That Candidates Misrepresent Information
 1% to 10%79%
 None7%
 11% to 20%10%
 21% or More4%
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 Screening Program DesignFrom setting program goals and developing policy to creating program management
 guidelines, strong leadership in program design can help an organization execute larger
 talent management goals—such as attracting top talent and responding to changing
 regulations—while defining and measuring success.
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 Program GoalsWith pressure to hire top talent, employers are challenged
 to get timely screening results and reduce the time to
 hire applicants. And it’s not just about speed; there’s a
 renewed focus on the applicant as both a stakeholder in
 your brand experience and as a “customer.” A positive
 candidate experience can promote the organization’s
 efforts to recruit top talent, while organizations with more
 challenging applicant programs can find negative applicant
 experiences spreading quickly on social media networks,
 detracting not only from recruitment efforts, but also from
 the overall company brand. Survey results show that 71% of
 respondents have taken steps to improve the job candidate’s
 hiring experience in the prior year. This number jumps to
 84% for larger employers.
 Analyzing ways in which program success is measured
 also provides insight into program goals. This year was
 the first time respondents were asked which categories
 of metrics are being used to track program success.
 Over half (51%) indicated that they measure candidate
 quality, but this was lower (44%) for larger organizations.
 Approximately a third of all respondents measure time to
 hire (35%) and hiring costs (33%) as indicators of program
 success, while larger employers measure these more
 frequently at 45% and 39%, respectively.
 Top Screening Challenges
 Getting timely screening results 46%
 Reducing overall time to hire
 Successfully completingprevious employment verifications
 Complying with federal regulations
 Implementing consistentpolicies across the organization
 Complying with state-specificregulations
 Tracking certifications or licenses
 Measuring the value and/oreffectiveness of our program
 Ensuring others comply with ourscreening policy
 Complying with industry regulations
 Knowing which screens to use foreach type of work, vendor, etc.
 44%
 30%
 21%
 18%
 15%
 15%
 11%
 11%
 10%
 10%
 Integrating with other technology systems
 Managing recurring screening forexisting employees
 9%
 8%
 None currently
 Other
 2%
 3%
 Taken Steps to Improve ApplicantExperience in 2012
 No, and no plans at this time
 20%
 No, but plan to
 9%
 Yes71%
 Metrics Tracked to Measure Program Success
 Candidate quality 51%
 Time to hire
 Hiring costs
 Applicant satisfaction
 Policy adherence
 35%
 21%
 16%
 33%
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 Policy CreationHuman Resources tops the list of departments setting
 screening policy at 73%. For larger organizations, this
 prevalence is even higher, with 90% of respondents
 indicating the involvement of HR departments. Larger
 employers also rely more heavily on Legal and
 Compliance resources to set policy (37%) than the
 average respondent (25%). Organizations with fewer
 than 500 employees rely on executives and owners
 45% of the time, which is higher than the overall
 respondent average of 33%.
 One key element of policy creation, given a highly
 regulated environment, is how to maintain compliance
 with applicable federal and state laws. Organizations
 tend to use multiple methods to stay compliant;
 most respondents selected more than one response
 to this question (1.8 responses on average). While
 overall respondent results indicate that guidance
 from industry associations and in-house counsel tie
 for top approaches, the results vary depending on
 organization size and industry. Larger organizations
 are more likely to leverage in-house counsel, while
 regulated industries rely on associations.
 Departments Setting Screening Policy
 Human resources, talentmanagement or recruiting 73%
 Executive
 Legal or compliance
 Other
 Safety, security orloss prevention
 33%
 22%
 1%
 25%
 Methods Used to Maintain Compliancewith Government Regulations
 Membership inindustry association 37%
 Counsel on staff
 Background checkingprovider
 Subscription toreporting services
 Outsourced counsel
 37%
 32%
 23%
 33%
 Attending industrytrade shows
 Not required
 16%
 1%
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 Program ManagementProgram goals largely focused on attracting talent,
 improving the applicant experience, and regulatory
 compliance are also reflected in program management.
 Mature programs centralize policymaking and set
 global standards to help maintain consistency in hiring
 quality. Policy review occurs frequently to keep up with
 ever-changing state and federal laws. And seamless
 integration with Applicant Tracking Systems (ATS) or
 other HR systems results not only in more accurate data,
 but also in an easier online experience for applicants.
 In exploring the specifics of program management,
 there are additional variances in results based on
 organization size or the need to meet higher regulatory
 standards in certain industries.
 While 76% of respondents indicate that they manage
 their screening programs centrally, this number is
 higher (83%) for respondents from smaller employers.
 Large employers, with multiple locations and more
 complex organizational structures, have a 64% response
 rate for centralized program management.
 On average, 35% of respondents indicated that their
 screening programs are integrated with their ATS or
 other HR system. This number is significantly higher
 (52%) for larger organizations. Moreover, there is a
 significant number of respondents who are not yet
 integrated but are planning integration: 16% of all
 respondents indicated as such, while the number grows
 to 22% for larger employers.
 How Screening Program Is Managed
 Mostly centralized76%
 Mostlydistributed
 12%
 Hybrid12%
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 Once a year47%
 Less than once a year28%
 More than once a year25%
 Frequency of Screening Program Review
 No, and no plansat this time
 50%
 Yes35%
 No, but plan to16%
 Screening Program Integration with ATS
 18
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 Screening PracticesWhile the growing maturity of program design is reflected in the execution of screening
 practices, there are areas that warrant further scrutiny. Program managers must not only consider the types of screens conducted, such as background checks and drug/alcohol
 screening, but also a more comprehensive view of who is screened and how to implement consistent policies, even across the globe.
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 Background ScreeningWhile background screening is fairly ubiquitous—97%
 of all respondents do some type of background
 screening—there are some gaps in screening policies
 that leave organizations open to risk. Prior to hiring,
 job candidates are screened most frequently ( 95%),
 but the numbers drop for the extended workforce,
 such as temporary workers (41%), volunteers (13%), or
 vendors (9%), potentially creating gaps in screening
 for individuals who have access to facilities, systems,
 and other assets. Moreover, fewer than half (47%) of
 respondents indicated that their organizations re-
 screen individuals. The organizations that do re-screen
 realize that although certain verifications such as work
 and education history are fairly static, other types of
 background screens are more dynamic, such as criminal
 record checks. This risk can be managed through
 periodic re-screens or re-screening when an individual
 is promoted or has new responsibilities.
 In April 2012, the Equal Employment Opportunity
 Commission (EEOC) issued guidance on the use of
 criminal records in employment decisions. While this
 guidance does not mean that organizations should
 no longer use criminal records for screening, almost
 half (49%) of respondents indicated that they had
 made some policy changes as a result of the guidance;
 another 9% plan to do so.
 Criminal background checks remain an important part
 of pre-employment screening to protect the workplace
 and make better hiring decisions. In 2013, 88% of
 respondents conducted criminal record checks, and this
 number is even higher for larger employers at 94%. This
 number varies only slightly from 2012, when 91% of
 respondents indicated they use criminal checks.
 Yes97%
 No, but plan to2%
 No, and no plans at this time2%
 Organization Conducts Background Checks
 Organization Re-screens After Hiring
 Yes47%
 No53%
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 Individuals Screened Pre-Hire
 Job candidates 95%
 Contingent and/ortemporary workers
 Volunteers and/or unpaidworkers
 Other
 Vendors
 41%
 9%
 3%
 13%
 Individuals Screened Post-Hire
 Employees 80%
 Contingent and/ortemporary workers
 Volunteers and/orunpaid workers
 Other
 Vendors
 31%
 7%
 12%
 8%
 Changed Criminal Check Policy in 2012in Light of Regulation
 Yes49%
 No, and no plansat this time
 43%
 No, butplan to
 9%
 Types of Screens Performed
 Criminal 88%
 Identity
 Employment
 Education
 Motor vehicle records
 84%
 68%
 41%
 69%
 State registry
 Professional license
 References
 Fingerprinting
 Credit
 Sanctions
 37%
 37%
 36%
 25%
 12%
 8%

Page 23
                        

HireRight Employment Screening Benchmarking Report | 2013 Edition 22
 Across the broad responsibilities of talent
 management, social media remains topical: how
 much are employers permitted to regulate what is
 written by their associates on social networking
 sites? How much access to social media should
 employees be granted on company systems? Is
 social media a distraction, or can it help boost
 workplace productivity?
 Within the more narrowly defined realm of talent
 acquisition, social media remains an effective
 recruiting tool. In 2013, 54% of respondents
 indicated that they use social media for recruiting,
 with another 7% planning to do so. Larger
 employers are more likely (73%) to recruit using
 social media sources. These numbers have grown
 slightly from 2012, when 50% of respondents
 indicated they use social media for recruiting.
 The use of social media is more restricted in the
 background screening process, however—only 14%
 of respondents indicated they use social media for
 screening, with 7% planning to, which dropped
 slightly from 2012 (15% and 9%, respectively).
 Given the regulatory and personal privacy
 concerns surrounding the use of social media
 for background checking, respondents who do
 so were asked if they have a company policy to
 govern the process. Fewer than one-fourth (24%)
 of respondents indicated they do. And those who
 do use social media for screening are logging into
 Facebook (83%), LinkedIn (68%), Google+ (32%),
 and other popular sites.
 Yes54%
 No, and no plansat this time
 39%
 No,but plan
 to7%
 Social Networking Sites Usedfor Recruiting
 Social Networking Sites Used for Screening
 No, and no plans to79%
 Yes14%
 No, butplan to
 7%
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 No76%
 Yes24%
 Company Guidelines for Using SocialNetworking Sites for Screening
 Name of Social Networking Sites Used for Screening
 Facebook 83%
 Linkedin
 Google+
 Blogs
 Twitter
 68%
 24%
 11%
 33%
 YouTube
 MySpace
 Yahoo! Answers
 Other
 Pinterest
 8%
 7%
 3%
 3%
 2%
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 Drug and Alcohol TestingOrganizations understand the importance of effective
 drug and alcohol testing; on average 78% of
 respondents have such a program. This number jumps
 dramatically in industries such as transportation (98%),
 which have additional regulatory requirements.
 Most organizations are screening job candidates
 (90%), while 71% screen current employees. The
 value of screening current employees to discern
 drug or alcohol use in the workplace is demonstrated
 by test initiations both pre- and post-hire. 88% of
 respondents initiate tests prior to the first day of work,
 while 61% do so upon reasonable suspicion, and 59%
 do so when investigating an accident.
 Types of tests can vary from urine (95%) and breath
 alcohol (42%) to saliva (11%) and other common tests.
 Most tests (91%) are conducted in a collection lab, but
 almost a quarter of respondents (24%) indicated some
 form of on-site testing.
 Marijuana remains a newsworthy topic, with several
 states approving the medical use of marijuana and, as
 of November 2012, voters in two states approving its
 recreational use. Federal law, however, still prohibits
 all types of use. Few respondents (12%) indicated that
 they have a medical marijuana policy, with another
 10% planning to implement one. These numbers varied
 slightly from 2012 (14% and 8%, respectively). Among
 those respondents who have a medical marijuana
 policy, not all are necessarily taking adverse action
 against those who test positive: 63% do so with job
 candidates, 56% do so with current employees.
 Organization Conducts Drug/Alcohol Testing
 Yes78%
 No, and no plansat this time
 19%
 No, but plan to 3%
 Timing of Drug/Alcohol Testing
 Prior to first day 88%
 As needed for randomsampling
 Upon reasonablesuspicion
 Immediately after start
 During incidentinvestigations
 63%
 59%
 8%
 61%
 At predeterminedintervals
 With transfers orpromotions
 5%
 4%
 Other 1%
 How Drug/Alcohol Tests Are Managed
 Conducted internally 68%
 Contract with backgroundcheck provider
 Contract directly withdrug testing lab
 Other
 23%
 2%
 7%
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 Individuals Subject to Drug/Alcohol Testing
 Job candidates 90%
 Current employees
 Contingent and/ortemporary workers
 Vendors
 Volunteers and/orunpaid workers
 71%
 6%
 4%
 32%
 Other 7%
 Drug/Alcohol Tests Across the Workplace
 Same for everyone 65%
 Vary by title or role
 Vary by department
 Vary by location
 Vary by employmentstatus
 16%
 6%
 5%
 9%
 Other 5%
 Drug/Alcohol Tests Performed
 Urine 95%
 Breath alcohol test
 Saliva
 Hair
 Blood
 42%
 7%
 7%
 11%
 Facility Where Drug/Alcohol Tests Are Conducted
 Collection facility/lab 91%
 On-site (workplace)
 Mobile lab
 24%
 4%
 Individuals Subject to Adverse Actionfor Use of Medical Marijuana
 Job candidates 63%
 Current employees
 Contingent and/ortemporary workers
 Other
 Do not take adverse action
 56%
 18%
 8%
 23%
 Vendors
 Volunteers and/orunpaid workers
 5%
 5%
 Yes12%
 No, and no plans to at this time79%
 No, but plan to
 10%
 Policy Recognizing MedicalUse of Marijuana
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 Global Screening More than half (55%) of survey respondents
 indicated that they recruit U.S.-based candidates
 with educational or employment experience in other
 countries. Of those who do, 69% verify the foreign
 experience; this number jumps to 80% for larger
 employers with more than 500 employees. About
 two-thirds (65%) use a background screening provider
 to verify foreign work experience, while 38% of
 respondents ask candidates for documentation, and
 32% verify directly with the foreign employer or school.
 A much smaller percentage of respondents (14%) have
 foreign locations which require employment screening;
 this number jumps to 32% for larger organizations.
 The top reasons these employers are conducting
 foreign screening are to comply with global regulatory
 requirements (49%), standardize their quality of hire
 (49%), and protect against negligent hiring risks
 (46%). Only 40% of respondents are screening all job
 candidates abroad, while 38% are screening select
 candidates. There are many types of global screening
 being conducted across a broad geographic profile,
 with primarily English-speaking countries leading
 the response results: Canada (49%) and the United
 Kingdom (41%).
 Recruit U.S. Candidates withGlobal Experience
 Yes55%
 No45%
 Verify U.S. Candidates’ Global Experience
 Yes69%
 No, and no plansat this time
 24%
 No, butplan to
 7%
 How U.S. Candidates’ Global ExperienceIs Verified
 Background screeningprovider 65%
 Our recruiter asks candidatefor documentation
 Our recruiter verifies directlywith school or employer
 Other
 38%
 2%
 32%
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 Conduct Screening in Foreign Locations
 No, and no plans at this time84%
 Yes14%
 No, but plan to2%
 Types of Screening Conductedin Foreign Locations
 Employment 59%
 Criminal
 Identity
 Employment eligibility
 Education
 Drug/alcohol
 References
 Professional license
 Credit
 58%
 56%
 31%
 35%
 31%
 30%
 27%
 22%
 Motor vehicle records
 Sanctions 21%
 57%
 Health Screens
 Regulated
 Other
 11%
 8%
 3%
 Individuals Screened inForeign Locations
 All job candidates 40%
 Selected job candidates
 Contingent and/ortemporary workers
 Vendors
 Current employees
 Volunteers and/orunpaid workers
 Other
 38%
 12%
 5%
 8%
 1%
 21%
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 Regions in Which Screeningis Conducted
 Canada 49%
 United Kingdom
 Continental Europe
 India
 Asia-Pacific
 Latin America
 China
 41%
 32%
 29%
 30%
 28%
 33%
 Middle East
 Australia/New Zealand
 Africa
 Other
 26%
 26%
 19%
 1%
 Reasons to Conduct Screeningin Foreign Locations
 Global regulatorycompliance
 49%
 Globally standardizequality of hire
 Protect againstnegligent hiring risk
 Industry expectations
 Protect our reputation
 Reduce theft and fraud
 Meet client’s orvendor’s policy
 49%
 37%
 25%
 31%
 24%
 46%
 Reduce workplaceviolence
 Vendor requirements
 Match competitorpractices
 Other
 21%
 20%
 14%
 6%
 Reduce employeeturnover
 3%
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 Extended Workforce ScreeningAlmost two-thirds (64%) of respondents indicate the
 use of contingent workers and other non-employees
 who make up the extended workforce. These present a
 potential risk in the workforce, as 32% of those who use
 non-employees don’t conduct screening.
 In addition, almost two-thirds (65%) of respondents use
 agencies or third-party contractors to fill these roles.
 While most respondents believe these contractors are
 doing a good job (68% rated them 4 or 5 out of a top
 score of 5), only about a third (34%) are fully reviewing
 these agencies’ screening results.
 Percentage of Extended Workforcein Workplace
 16% to 20%4%
 None36%
 1% to 5%35%
 11% to 15%4%
 6% to 10%9%
 21% or more12%
 Extended Workforce Individuals Screened
 Temporary workers 44%
 Do not conduct screeningon any group listed
 Contingent workers
 Vendors
 Volunteers and/orunpaid workers
 Other
 32%
 9%
 3%
 10%
 23%
 Yes65%
 No35%
 Workforce Includes Individuals HiredThrough an Agency or Third Party
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 Methods Used to Ensure Agency/Third Party Meets Organization’s
 Screening Policies
 Review all their screens 34%
 Verbal request
 Periodic audits of theirscreens
 In-house screening
 Contract terms
 Other
 23%
 4%
 2%
 3%
 16%
 Degree to Which Agency/Third Party MeetsOrganization’s Screening Policies
 22%
 441%
 1 Poorly2%
 328%
 5 Excellent27%
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 U.S. Employment EligibilityThe management of employment eligibility processes,
 including those for I-9 and E-Verify, are often manual.
 Given the regulatory requirements for I-9 forms, this
 can be a potential risk for an organization.
 For example, 56% of respondents indicate that all
 completed I-9 forms are stored in paper format only,
 with another 31% using a combination of paper
 and digital storage. Only 13% of respondents have
 comprehensive digital storage of the forms.
 Managing the eligibility of remote employees can also
 be a challenge for an organization. By far the most
 frequently used method is reliance on a local employee
 (72%); the next most popular method (notaries or other
 third parties) follows far behind at 19%.
 While most respondents (91%) believe their
 organizations are at least somewhat prepared for
 an ICE Notice of Inspection (NOI) within a three-day
 period, only 39% have been through an audit, and
 over half of those were conducted internally. Only
 18% of respondents had been through a third-party
 or government audit, which indicates that those
 believing they are prepared may be living with a false
 sense of security.
 The use of E-Verify remains consistent with last
 year’s results, with 53% of respondents consistently
 indicating they use E-Verify in both 2012 and 2013.
 The key driver for the use of E-Verify also remains
 consistent: 64% indicate they do so to remain
 compliant with state regulations, and 55% do so to
 comply with federal law.
 I-9 Review Process for Remote Employees
 Designate localemployees
 72%
 Notaries or otherthird parties
 Send reps to employees
 Other
 Employees come toheadquarters
 19%
 7%
 2%
 13%
 Storage of Completed I-9 Forms
 Paper only56%
 Paper and digital31%
 Digital only13%
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 Preparedness for an ICE Notice of Inspection Within Three Days
 Very prepared46%
 Somewhatprepared
 27%
 Completely prepared
 18%
 Not prepared5%
 Barely prepared4%
 Have Been Through an I-9 Audit
 No61%
 Yes, internally20%
 Yes, bythird party
 9%
 Yes, bygovernment
 auditor9%
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 Organization Uses E-Verify
 Yes53%
 No, and no plansat this time
 38%
 No, butplan to
 9%
 Why Organization Uses E-Verify
 State/local compliance 64%
 Federal compliance
 Voluntary
 Other
 55%
 1%
 28%
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 More InformationHireRight is a leading provider of on-demand employment background screening, drug and
 health screening, and I-9 employment eligibility solutions that help employers automate,
 manage, and control their screening programs.
 About HireRightAs one of the world’s largest employment screening
 providers, HireRight helps employers manage their
 screening programs to realize greater efficiencies, faster,
 more reliable results, an improved applicant experience,
 and increased effectiveness in background checks. Many
 companies, including more than one-third of the Fortune
 500, trust HireRight because the company delivers
 customer-focused background checking, drug and
 health screening, and employment eligibility verification
 solutions that provide greater efficiency and faster results.
 HireRight also provides pre-integrated employment
 screening services through e-recruiting solutions
 from top providers such as Oracle, Taleo, Kenexa, SAP,
 SilkRoad, PeopleAdmin, HealthcareSource, and HRsmart.
 HireRight’s worldwide headquarters are located in Irvine,
 Calif., with offices and affiliates around the globe. More
 information can be found at the company’s website at
 www.hireright.com.
 HireRight Solutions ¢ Employment Background Screening
 ¢ Drug and Alcohol Testing and Health
 Screening
 ¢ I-9 Management and E-Verify Employment
 Eligibility Verification Solutions
 Contact UsHireRight Sales and Information: 800.400.2761
 Media and Analyst Contact:
 Lindsay Thompson
 Strategies for HireRight
 [email protected]
 714.957.8880, ext. 128
 Follow Us
 www.facebook.com/hireright
 twitter.com/hireright
 www.linkedin.com/company/hireright
 http://www.hireright.com/Background-Checks.aspx
 http://www.hireright.com/Drug-Testing.aspx
 http://www.hireright.com/Drug-Testing.aspx
 http://www.hireright.com/Electronic-I-9-Solution.aspx
 http://www.hireright.com/Electronic-I-9-Solution.aspx
 www.facebook.com/hireright
 www.twitter.com/hireright
 www.linkedin.com/company/hireright
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