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Background Check Policy


In order to protect the safety and well being of the children entrusted to Shoreline Christian Center’s care, and in order to comply with Volunteers for Children Act (HR 2488) the church shall perform a background check on all recognized servant/leaders that lead, teach, work with, care for, or give Biblical counsel to youth and children under the age of 17.  In addition, the church shall perform a background check on all paid employees, whether full-time, part-time, temporary or seasonal, and all staff interns and servant/leaders who primarily work in the church or school office.  
The church deems it necessary, and shall as a matter of policy reserve the right to disqualify and prohibit from serving any person who has been accused of, arrested for, convicted of, been on probation for, or received deferred adjudication for any disqualifying offense. Background Checks shall be conducted on all employees and servant/leaders on or before the date they are hired or allowed to serve. The right to disqualify applies to any actual or alleged criminal conduct regardless of whether (a) any charges were subsequently dropped, (b) any charges resulted in a non-conviction such as probation, or (c) any conviction was expunged from the applicant’s record.  
GUIDELINES FOR DETERMINING DISQUALIFICATION
The church reserves the right to disqualify a candidate for any of the following offenses:

(a)    Crimes against the family, sex related offenses, child related offenses, murder, felony theft/robbery/burglary, fraud and crimes against persons and property.

(b)    An offense against public order or indecency.

(c)    A felony or misdemeanor violation of any law intended to control the possession or distribution of controlled substances.
(d)    Other offenses, not otherwise described above, may result in disqualification at the discretion of an agent of the church.

PROCEDURE
In order to screen prospective employees, servant/leaders and volunteers the following shall be observed:
(a) 
Application:  Each paid employee or recognized servant/leader is required to fill out an approved application form.  If an applicant is less than eighteen (18) years of age a parent or legal guardian must sign the application.  

(b)  Interview:  Each prospective paid employee or servant/leader shall undergo an interview appropriate to the position.

(c)  Background Check:  Each prospective employee or servant/leader must give written consent for a background check.  An applicant who refuses to give written consent shall be automatically disqualified without recourse.  The background check shall be conducted by the company or agency Shoreline Christian Center selects. The form of authorization will be that prescribed by the church.  The church shall not allow the potential employee or servant/leader to serve without first having the completed background check on file.  As of the date of adoption of this policy the church shall use Secure Search’s Instant Multi-State Criminal/National Sex Offender/SSN Trace and Alias Search (www.securesearchpro.com).  This background check shall constitute the minimum standard and shall be run on each prospective candidate, but shall not prohibit the church from running additional background checks on prospective employees or servant/leaders at the church’s sole discretion.

(d) 
School: In addition to the background check above, the school shall comply with all local and state requirements requiring background checks.  As of the date of the adoption of this policy Shoreline Christian School is required to use the Texas Human Resources website to perform a Texas Childcare Provider Background Check on applicants for its Instructional Child Care program.  This background check and any other background check required shall be in addition to the background check required by paragraph (c) above.  

(e)
Exceptions: The church being a community of grace may, at its sole discretion, choose to hire or place an applicant with disqualifying offenses.  If disqualifying offenses are found they shall be discussed with the applicant and the explanation shall be permanently noted in the applicant’s file.  Once an explanation is noted and mitigating circumstances are thoroughly considered, the church may choose to qualify or disqualify the applicant. Any agent for the church who makes an overriding decision shall note the reason in the applicant’s file.   Exception guidelines are as follows.  If a candidate has met the disqualification period and is otherwise a good candidate, he or she may serve without further appeal:
i. Single, non-violent felonies – seven year disqualification

ii. Multiple non-violent felonies, same occurrence – fifteen year disqualification

iii. Multiple non-violent felonies, pattern of behavior – twenty year disqualification

iv. Single violent felonies – twenty year disqualification

v. Multiple violent felonies – disqualified, no mitigating circumstances

vi. Convicted of a sex crime – disqualified from working with minors, no mitigating circumstances
vii. Found on any sex database – disqualified from working with minors, no mitigating circumstances

viii. Routine traffic offenses – ignored

ix. Single misdemeanors – three year disqualification

x. Multiple misdemeanors, same occurrence – five year disqualification

xi. Multiple misdemeanors, pattern of behavior – ten year disqualification  

(f)   Grievance Process:  An applicant who is disqualified may view the disqualifying information in Shoreline Christian Center’s possession.  If the applicant feels that it is not his or her record, the applicant may request a fingerprint check from DPS as a method of positive identification.  Other means of proof may be acceptable at the sole discretion of the church.  If an applicant feels that the information is incorrect, or that there are mitigating circumstances, the applicant may offer an explanation of the circumstances surrounding the disqualifying offence(s).  The explanation must be offered in writing within ten (10) days to the Executive Administrator of the church.  After considering such evidence the Executive Administrator’s decision shall be final and binding on all parties.  

(g)  Record Retention: Applications and background checks shall be kept on file no less than three (3) years after the date of termination of the employee or servant/leader.
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