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Using Credit Checks to Screen 

Job Applicants:  
Proceed With Caution 

 
Using credit checks as an employment screening tool 
has become a more prevalent and increasingly 
controversial issue.  Job applicants searching for work in 
the current economy argue they are caught in a “Catch-
22” situation: they have bad credit because they cannot 
find work and they cannot find work because they have 
bad credit.  Employers, on the other hand, maintain that a 
review of applicants’ credit histories, along with their skills, 
experience and qualifications, provides useful information 
about the applicants’ integrity and responsibility while  the 
Fair Credit Reporting Act provides adequate protection of 
applicants’ rights.  Amid these competing interests, the 
EEOC held a public hearing on this issue in October of 
2010 and many states, including Ohio, have proposed 
legislation to restrict or prohibit employers’ ability to 
consider applicants’ credit histories as a screening tool. 
 

(Credit Checks continued on page 3) 
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Staff Directory 
 

President 

Jack Hollister 
President; ext. 204 
jhollister@employersassociation.com 
 

HR Research & Seminar Training 
Cheryl Riggs 
HR Member Services Manager; ext. 202 
criggs@employersassociation.com 
 
Judi Roe 
HR Research & Training Assistant; ext. 203 
jroe@employersassociation.com 
 
CJ Gordon 
HR Research Assistant; ext. 210 
cgordon@employersassociation.com 
 

Customized On-Site Training and Consulting 
Dave Tippett, PHR 
Director, On-site Training and Consulting; ext. 206 
dtippett@employersassociation.com 
 

Member Services 
Barb Rains 
Member Service Coordinator; ext. 205 
brains@employersassociation.com 
 
Justin Morelli 
Membership Development Coordinator; ext. 209 
jmorelli@employersassociation.com 
 
Karen Wagenknecht 
Administrative Clerk; ext. 200 
karenw@employersassociation.com 
 

EA Health Plus 
Jennifer Kiernan 
EA Health Plus Manager; ext. 212 
jkiernan@employersassociation.com 

 
Terry Vernier 
Project Manager; ext. 213 
tvernier@employersassociation.com 
 
Kayla Jaimez 
Wellness Assistant; ext. 211 
kjaimez@employersassociation.com 
 

Publications 
Nichole Cousino 
Print / Administrative Assistant; ext. 207 
ncousino@employersassociation.com 
 

Accounting 
Vicki Bender 
Accountant; ext. 201 
vbender@employersassociation.com 

 
 
 
 
 
 
 
 
 
 
 
 

 

 Board of Directors 
 

 
Chairperson 
 
Thomas Kolena, CPA/ABV, CPA/CFF – 2013  
Managing Partner / Mira + Kolena, Ltd. 
 
Michael Bieringer – 2014 
Senior Director, HR / Amcor Rigid Plastics NA 
 
Sheri Caldwell – 2014 
Director of HR / University of Toledo Physicians 
 
Duane Carey – 2014 
V.P. of Sales & Marketing / Impact Products LLC 
 
Frank Day – 2013  
V.P. Employee Services / Wood County Hospital Assn 
 
Robert F. Deardurff - 2012 
President / Phoenix Technologies  
 
Stephen (Steve) M. DeDonato – 2013 
Director, Compensation & Benefits / The Andersons, Inc. 
 
Alina Haas – 2014  
VP Human Resources, Corporate / O-I Corporate Office 
 
Adele M. Jasion – 2014  
Partner / Gilmore, Jasion & Mahler 

 
Malcolm C. Richards – 2012  
CEO/President / Supplemental Staffing 
 
Jeff Schulte – 2013  
VP of Human Resources / Lutheran Homes Society 
 
Joyce Slusher – 2013  
Director, Information Technology / Libbey Inc. 
 
Karen Ward - 2012 
Human Resource Manager / AAA Northwest Ohio 
 
Linnie B. Willis – 2014   
Executive Director / Lucas Metropolitan Housing Authority 
 
Cheryl Wolff – 2012  
Attorney / Spengler Nathanson P.L.L. 
 
Jennifer Wuertz - 2012 
Human Resources Business Leader / SSOE, Inc. 
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(Credit Checks continued from page 1) 
 
A recent study conducted by the Society for Human Resource Management (“SHRM”) revealed that more employers are 
using credit checks to evaluate job candidates than ever before; in 2010, 60% of employers ran credit checks on at least 
some job candidates, up from 42% in 2006 and 25% in 1998.  SHRM reported the following additional findings about 
employers’ current use of credit checks: 
 

• 13% of employers surveyed conduct credit checks on all job candidates; 
• 40% of employers never conduct credit checks on job candidates; 
• 47% of employers consider credit histories of candidates for selected jobs only; and  
• 91% of employers that conducted credit checks did so for positions with financial or fiduciary responsibilities such 

as handling cash, accounting and banking. 
 
While in the minority, employers that indiscriminately check credit histories of all candidates do so at their own risk.  The 
EEOC recently filed suit against Kaplan Higher Education Corporation, alleging that the company rejected candidates 
based upon their credit histories since at least 2008.  The EEOC further alleged that Kaplan’s use of credit checks was 
neither job-related nor justified by business necessity and adversely impacted African-American applicants.  The EEOC 
warned employers to “be mindful that any hiring practice be job-related and not screen out groups of people, even if it 
does so unintentionally.”  
 
States are responding similarly: Ohio is one of many states with legislation pending that would prohibit or significantly 
restrict employers’ abilities to consider applicants’ credit histories.  Unlike some other states, however, Ohio’s proposed 
legislation makes no exception for positions with financial or fiduciary responsibilities, which if passed, would unjustifiably 
limit access to relevant information and expose businesses to threats of theft or other forms of financial impropriety. 
 
For now, credit checks are one of many pre-employment screening tools that may provide useful information about final 
job candidates who will have significant financial or fiduciary duties.  Employers who currently use credit checks should 
closely monitor legal developments in this area and ensure that there is an objective correlation between the position at 
issue and the candidate’s financial history.  Checking credit histories of all candidates exposes your company to risks 
simply not worth taking. 
 

(Carrie L. Sponseller, Esq.; Eastman & Smith Ltd.; 6/11) 
 
 
 

Managing Social Media in the Workplace 
 

Often on a daily basis, employees use Facebook, Twitter, LinkedIn, blogs, and other social media sites both 
personally and professionally. Facebook alone boasts more than 500 million active users, with 50% of active users 
logging on every day.  Facebook also claims that people spend over 700 billion minutes per month on its site. Due to 
the widespread use of social media, employers of all types, even those who do not actively use or provide technology 
to their employees, must take steps to protect themselves from the potential pitfalls of social media.  Most employers 
already maintain an electronic utilization or company equipment policy, but many have not updated these policies to 
reflect the rapidly growing issues associated with social media. Some employers may not provide employee access to 
electronic equipment, and therefore have no such policies in place.  Such a practice should be revisited in light of the 
impact that employee use of social media may have on the workplace.   For example, employees may use social media 
to express opinions about their employer, their employer’s products and services, fellow employees, vendors, 
competitors, or customers.  Employee comments can expose the employer to liability for defamation, false or 
misleading advertising, breach of privacy claims, harassment, or discrimination. 
 

(Social Media continued on page 12)   
     
 

 

 

Credit Checks & Social Media 
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