
 

 

PROCEDURES FOR HANDLING RESULTS OF  

BACKGROUND CHECKS – SAMPLE  

The safety of children is of primary concern to the YMCA. General considerations for responding to the 

results of background checks are described below. 

The YMCA reviews a number of factors in determining whether to continue the employee’s employment in 

their current or another position (or the continued engagement of a volunteer). The Human Resource 

Director is responsible for overseeing and approving decisions related to criminal background issues, with 

input from the Branch Executive. Branch employees do not have authority to make these decisions. Those 

factors include, but are not limited to: 

 Disclosure: Did the employee disclose the crime if disclosure would be required on any of the 

following: state licensing and background form, the employment (or volunteer) application, and the 

YMCA’s criminal background disclosure form? Omissions and falsifications result in termination (note: 

will depend on your YMCA’s policy). 

 Nature and Severity of the Crime: In each instance, the type and severity of the crime should be 

considered.  All YMCA positions involve working closely with people. Crimes involving harm or threat of 

harm to a person generally depending on the circumstances result in termination of employment or 

withdrawal of the job offer, if an applicant.  Currently, we do not employ felons. 

 Relationship of the Crime to Job Duties: Employees with crimes involving theft, fraud, forgery and 

other similar crimes may not, depending on the circumstances, work in positions involving money or 

financial transactions of any kind. Employment may be subject to the approval of the YMCA’s insurance 

company. 

 Number of Crimes: When there is more than one crime, the record will be carefully reviewed for a 

pattern of law-breaking. 

 Time: How recent or how long ago did the crime(s) occur? 

 Circumstances: What were the circumstances of the crime(s) as best they can be determined? What 

was the employee’s age at the time of conviction? 

 Rehabilitation: Is there evidence of rehabilitation? Have there been other instances of post-conviction 

work with no additional instances of criminal conduct? What has the employee accomplished since the 

crime was committed; for instance, schooling, positive employment record, community work, etc.? 

 Human Resources Discretion: Employment of persons with criminal backgrounds is at the full 

discretion of YMCA Human Resources. HR shall take into account the above factors and consider the 

explanation given by the employee/applicant. 


