Frequently Asked Questions
About Background Checks

1. Is it necessary to conduct Background Checks on students?  They are here for short durations only and the cost of conducting these background checks will have a sizeable impact to the scientists’ research budgets, since they hire so many of them with expected turnover.

The DOE considers Berkeley Lab to be a “gateway” laboratory to the DOE system, and therefore requires our due diligence to verify the identities and eligibility of ALL employees.  At the moment, we plan to only conduct a verification of the Social Security number and the highest educational degree claimed for students and GSRAs, in order to be sensitive to the impact to the scientists’ research budgets.  However, for all other Career and Term employees, we will conduct a broader scope of background checks as part of our due diligence.

2. How do we handle GSRAs and students who are hired by our scientists (usually verbally) prior to conducting a background check?

All job offers from LBNL require an offer letter.  All offer letters should now contain the appropriate language indicating the offer is contingent upon successful completion of a background check.  The new employee may begin work prior to completion of the background check, but may be terminated or have the offer withdrawn if their background check produces adverse information that LBNL deems unacceptable.

3. How do we handle adverse information?  Are there various levels of egregiousness that  prevent employment at LBNL?

Adverse information from a background check does not necessarily disqualify an applicant from consideration, or an employee from continued employment.  Misrepresentation of facts on an Application Form or the Employee Disclosure and Background Check Authorization Form is certainly sufficient grounds for termination of employment or withdrawal of an offer without advance notice at any time.  The prospective employee or new employee is always given the opportunity to view any adverse findings and to provide additional information about it in an effort to clarify / rectify the adverse information.

There are no specific levels of egregiousness that we have established as a blanket rule.  A conviction record does not necessarily disqualify an applicant or cause withdrawal of an offer.  Consideration will be given to a variety of factors including whether the nature of the conviction is relevant to the duties of the employee; whether the conviction was as a minor; whether the employee has been pardoned or if the sentence was commuted or reversed on appeal; and the prospective employee’s employment history since conviction.

HR will provide appropriate guidance to the hiring managers.  If there is disagreement on how to handle a prospective employee with adverse information, the hiring division will have the opportunity to provide input to the discussions but the Head of HR will have the final decision.

4. What is the length of time we have to wait for a background check to be completed?

Our current vendor of Background Check services has committed to a turnaround time of three to five days, for the most part.  Verifying international education degrees or criminal convictions could take longer – as much as 10 to 30 days.

5. If additional space is required to provide information onto the current Background Check Form, can the prospective employee append blank sheets of paper to the report?

Yes.

6. Who pays for the Background Check?

The hiring division / department pays the cost of the Background Check.  The HR Center Staff provides the Project ID onto the Background Check Disclosure and Authorization Form to ensure that there will be no delays 

7. What if we have to extend an offer to a candidate who already has competing offers in hand, and cannot wait for the Background Checks to be completed?

All job offers must be made “contingent upon successful completion of a background check.”  Ideally, we should send out the Background Check Authorization and Disclosure form to the candidate and request them to sign and return the appropriate page to us to initiate the Background Check before we issue the offer letter.  IF you must extend an offer right away to a candidate holding a competing offer from another institution, the offer letter must contain the new language about the offer being contingent upon successful completion of a background check, along with the Background Check Authorization and Disclosure form and instruction to complete and return it right away.    A new employee may begin work prior to completion of their background check, with the understanding that their offer of employment is contingent upon successful completion of a background check.
