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I. EQUAL EMPLOYMENT OPPORTUNITY 

A. EEO Data Sheet

Basically, the EEO data sheet asks job applicants to indicate to which protected classes they belong.  This EEO data sheet should explain to the applicant that this information will be kept separate from the application and is necessary in order to maintain, develop and monitor the employer's affirmative action plan.  The applicant should have the option to refuse to complete the form.  The data sheet should ask the race, sex, Vietnam Veteran status, disabled veteran status, and disability/handicap status of the individual, including if any accommodations are necessary.  The applicant should then sign and date the form.  It should then be separated from the application and placed in a separate file.  

If an employer is required to have its applicants complete an EEO data sheet, the employer must make sure that once this sheet is completed, it should be kept separate from the employment application.  Basically, this EEO data sheet asks job applicants to anonymously indicate to which protected classes they belong.  This EEO data sheet should explain to the applicant that this information will be kept separate from the application and is necessary in order to maintain, develop and monitor the employer's affirmative action plan.  

Applicants should also have the option to refuse to complete the form. 

The data sheet should ask the race, sex, Vietnam Veteran status, disabled veteran status, and disability/handicap status of the individual, including if any accommodations are necessary.  The applicant should then sign and date the form.  

The EEO data sheet should then be separated from the application and placed in a separate file.  It should then be retained for a minimum of one year.  However, employers should check with their attorney to determine if their particular situation requires a longer retention period.

ABC COMPANY

Equal Employment Opportunity Data Sheet

ABC COMPANY is an Equal Employment Opportunity employer.  It is the philosophy, intent and commitment of ABC COMPANY to adhere to a policy of equal employment opportunities for all applicants and employees without regard to race, color, religion, sex, age, national origin, veteran status or mental or physical disability or any other status protected by law.

To help us comply with federal/state equal opportunity record keeping, reporting, and other legal requirements, please answer all questions as they apply below.  This data is used only for periodic government reporting and will be kept in a confidential file separate from employment applications and individual personnel records.

______________________________________________
__________________________
_____________________

Last


First

        MI

Social Security Number


Date

____________________________________________
Sex:    M    F         
Birth Date _____/____/____

Position Sought







Yes

No

Is Your Ethnic Origin Hispanic or Latino (All persons of Cuban, Mexican, Puerto Rican
_____
_____
South or Central American, or other Spanish culture or origin regardless of race.)

Check one of the following (Race/Ethnic Group):

 FORMCHECKBOX 

Two or more Races  (All persons who identify with more than one of the races listed below.)
 FORMCHECKBOX 

White (Not Hispanic or Latino) (All persons having origins in any of the original peoples of Europe, North Africa or the Middle East)

 FORMCHECKBOX 

Black or African American (Not Hispanic or Latino) (All persons having origins in any of the Black racial groups of Africa)

 FORMCHECKBOX 

Asian (Not Hispanic or Latino) (All persons having origins in any of the original peoples of the Far East, Southeast Asia, or the Indian Subcontinent, including, for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam.).

 FORMCHECKBOX 

Native Hawaiian or Pacific Islander (Not Hispanic or Latino) (All persons having origins in any of the original peoples of Hawaii, Guam, Samoa, or other Pacific Islands.).

 FORMCHECKBOX 

American Indian or Alaskan Native (Not Hispanic or Latino) (All persons having origins in any of the original peoples of North and South America (including Central America), and who maintain tribal affiliation or community attachment.).

Check if any of the following are applicable:

 FORMCHECKBOX 

Vietnam-Era Veteran (A person who served on active duty for at least 180 days, part of which was between August 5, 1964 and May 7, 1975).

 FORMCHECKBOX 

Disabled Veteran (A person entitled to disability compensation through the Veteran’s Administration for a disability rated at 30% or more; or a person discharged or released from active duty for a disability incurred or aggravated in the line of duty).

 FORMCHECKBOX 

Disabled (Physical or mental disability which substantially limits one or more major life activities).

Referral Source:
 FORMCHECKBOX 
 Advertisement__________________     
  FORMCHECKBOX 
  Employee (Name) ___________________

 FORMCHECKBOX 
 School________________________
  FORMCHECKBOX 
  Walk-In
 FORMCHECKBOX 
  Agency_______________________


   Name of School

 FORMCHECKBOX 
  Other___________________________  Explain_______________________________________

Signature of Applicant________________________________


II. Employment Applications

A. What May An Employment Application Ask Legally?

Whenever a human resource professional attempts to draft an employment application, the question always arises regarding what questions can be asked legally?  In short, when drafting an employment application form, or when selecting questions to use in the interviewing process for that matter, two cardinal rules should be observed:

1.
The questions asked are job related or have a legitimate business reason for being asked and

2.
The questions do not ask about a person's protected class status, nor do they discriminate against protected class individuals.

Examples of permissible inquiries that can be made on employment applications include:

1. Biographical data, such as name, address, and primary and secondary phone numbers.  It is also advisable to ask permission to contact the applicant at work with his/her current employer before doing so, in order to avoid breaching any possible assurances of confidentiality.

2. If the applicant is eligible to work in the U.S. (It is not permissible to ask if the applicant is a U.S. citizen.)

3. If applicant has ever been convicted of a crime other than a minor traffic offense that has not been expunged or sealed by a court of law.  Still, remind the applicant on the application that a criminal conviction will not necessarily bar the applicant from employment.  (Offense must be related to the position.)  It is also permissible to ask the applicant the dates of his/her incarceration and the nature of the conviction.  

NOTE:  Considering the developments in the area of negligent hiring, it is becoming more common for employers to ask their applicants if they have any arrests pending before the courts, other than minor traffic offenses.  Still, only those violations that are job-related may be considered.  
4. The applicant's military service, including branch of the service, rank, special training or honors received, omitting any information that may reveal protected class status.  Do not ask for dates of service.  (Reveals age and Vietnam Vet status.)
5. Educational background of applicant, including school name, location and address of school, major, grade point, and degree received.  It is also permissible to ask if the applicant participated in any special activities, received any awards, or held any particular offices while in school if such information does not reveal applicant's protected class status.  Do not ask for dates of attendance.  (Reveals age).

6. If the applicant has ever worked for the company in the past, or previously applied for a position with the company, or if the applicant knows anyone who works for the company.

7. How the applicant came to know of the available position.

8. The applicant's employment history, including the employer's name, address, telephone number, supervisor, reason for leaving, position held and its duties or responsibilities, the applicant's beginning and ending rates of pay and the applicant's dates of employment for each position held. Employers should also ask if the applicant objects if any of his/her former employers are contacted for a reference.  If the applicant does object, the employer should ask why.

9. For the applicant's references, both personal and/or professional.

10. Any licenses or certifications or applicable skills held by the applicant.

11. Employers can remind their applicants that they maintain a smoke-free environment and do not provide "smoke breaks," if that be the case.

B. Other Issues Related To Employment Applications

Whenever an employer provides employment applications to individuals, the following items should be followed:

1. Be dated by the applicant.

2. Be completed for each position for which the applicant is applying.
3. Provide notice to the applicant that the company is an equal opportunity employer and does not discriminate on the basis of race, color, religion, national origin, sex, gender identity, sexual orientation, age, disability or handicap, pregnancy, Vietnam Veteran status, and any other status protected by law.  
It is important to note that there certain classifications of people who are protected under the law from discrimination.  We refer to these various classifications as “protected classes.”  However, what are listed in the following application are federal protected classes.  It is important to remember that various states and local municipalities may have also given “protected class status” to other groups of people.

For instance, the state of Kentucky gives protected class status to people who “smoke.”  Therefore, basing employment decisions on whether or not someone smokes is illegal.  It is also illegal to ask someone whether or not they smoke on an employment application or in the interview session.

Likewise, you will need to see if your local area has any additional “protected classes.”  For instance, in Columbus, Ohio, city council has passed a local ordinance that grants protected class status on the basis of someone’s “sexual orientation.”

Additionally, the governors of each state have the authority to issue their own “executive orders” that can grant protected class status to individuals who work within the state system.  This has happened in Ohio.  In Ohio, the governor has issued an order that grants protected class status to individuals on the basis of their sexual orientation for all state, county and local public employers.  Therefore, while private employers in the state would not be affected by this order, state, county and local public employers would be directly affected. 

That is why you will see in the sample employment application a phrase that says:

“… and any other status protected by law.”
This clause helps employer remain in compliance with all of their protected class requirements as far as their forms are concerned.  However, employers should most definitely check with their attorney to determine what classes of people are protected in their area.  Since these classes of people can and do change, it is best to remain aware of these changes through your legal counsel. 
4. Place the applicant on notice that the employer will keep the application on active file for only so many days, such as 30, 60, 90, etc.  As you can see in the following employment application, it says:
THIS APPLICATION WILL REMAIN ACTIVE FOR THREE (3) MONTHS UPON SIGNING.

This tells the applicants that the application they just completed will remain active for three months.  If they want to be considered for any such positions after this three month period of time expires, then they know they will need to come back in and complete another one.  Keeping an application “active” means the employer will continue to review it and consider the person for employment for any such positions as they come available.  If the application does not state how long the application will remain active, then the assumption under the law is that the application will remain “active” for one (1) year.  This can cause a problem for the employer if another such position becomes available, this person was not considered for the position, this person was the most qualified and the person who was hired is of a different protected class.  In other words, as long as applications remain active, employers are expected to go back and review them.
Therefore, it is important to understand the difference between the recordkeeping requirement of retaining employment applications for one year and retaining these applications as an active source for candidates.  The two are quite different.

Employers are required to retain the employment applications they receive for one year.  Employers are not required to review them or do anything with them but store them for this one year period.

However, as long as an application remains active, employers are expected to go back and review them whenever any such positions become open.  So, in order to limit the number of old applications employers need to review, they need to put a limit on this time frame.

Of course, if an employer runs across an old expired application and wants to consider that person for a job, then the employer only needs to call that person and have him/her complete another application. 
This is also why employers should have applicants complete an application for each position they want to be considered.  That limits their liability to qualified applicants they fail to interview.  
5. It is important for employers to realize that it is generally not a good idea to keep old employment applications on active file for more than a year.  Once the average employment application is over 120 or so days old, it is rarely of any great use any longer and is seldom reviewed by employers for recruitment purposes.  However, employers must understand that all of the resumes or applications they keep in their active recruitment files may be used to form a case of disparate impact against an employer.  (See “Overview of Employment Law” handout in the “HR Handouts” section for more information on “disparate impact.”)
6. The employer should then place the non-active applications in storage for at least one year from the date it was completed.  Placing these applications and resumes into storage for one year is for recordkeeping purposes only, which is quite different from keeping them in an active file and using them for employee recruitment. 
7. Include a complete "Signature" page at the end of the employment application.  This page must then be signed and dated by the applicant.  In short, a proper Signature page will establish some of the more important terms and conditions of employment with the company, as described in more detail below.  (See sample at the end of these materials.)  
Obviously, there are many different ways in which to assemble an employment application.  The design and content of employment applications may therefore differ greatly from one employer to the next depending upon the type of information an employer is seeking in relation to its job candidates.  Still, the cardinal rule in drafting employment applications is that none of the questions asked on an application should ask about an applicant's protected class status and they should be job-related.

ABC COMPANY APPLICATION FOR EMPLOYMENT

ABC COMPANY is an Equal Employment Opportunity employer.  It is the philosophy, intent, and commitment of  ABC COMPANY to adhere to a policy of equal employment opportunities for all applicants and employees without regard to race, color, religion, sex, gender identity, sexual orientation, age, national origin, veteran status, pregnancy, mental or physical disability or any other status protected by law.

When completing this application, do not leave any questions blank.  Do not substitute “see resume” for any requested information.  Complete one application for every job for which you are applying. 

THIS APPLICATION WILL REMAIN ACTIVE FOR THREE (3) MONTHS UPON SIGNING.

PERSONAL DATA

 Last Name                                             First                                                       Middle                            Date


 Street Address                                                                                                              Home Phone 

                                                                                                                                                        

 City, State, Zip                                                                                                              Business Phone


 Are you 18 years or older?                                                                                           


 Position Desired                                                                                                           Salary Desired


 Are you currently employed?  If so, where?


     Are you currently on “lay-off” status and subject to recall?


Are you under any contractual obligations that would keep you from working here?  If so, please explain:


 When would you be able to begin work?              Are you available to work: 

                                                                                 FORMCHECKBOX 
 Full-Time        FORMCHECKBOX 
 Part-Time       FORMCHECKBOX 
 Shift Work        FORMCHECKBOX 
 Temporary  

                

 Are you legally eligible for employment in the United States?              If necessary, are you available to work overtime?


Have you been convicted of a felony or misdemeanor, whether sealed or unsealed, (other than minor traffic violations)
NOTE: A conviction will not necessarily be a bar to employment.  Factors such as date, nature and number of offenses, age at the time of offense and rehabilitation will be considered. 
  FORMCHECKBOX 
 YES       FORMCHECKBOX 
 NO   
 If Yes explain:







 How did you learn of ABC COMPANY?                                      Are you related to anyone employed at ABC COMPANY?


EMPLOYMENT HISTORY (List most recent employer first)


 Company Name:                                                                                                       

     Telephone Number:

 Address:                                                                                                                   

    Employed (mm/yy)

From:________ To:________


Name and Title of Supervisor:                                                                              


    Annual 

Pay:Start:$_________

Finish:$__________


  Job Title and Job Description:                                                                                

    Reason for Leaving:  



 Company Name:                                                                                                       

     Telephone Number:

 Address:                                                                                                                   

    Employed (mm/yy)

From:________ To:________


Name and Title of Supervisor:                                                                              


    Annual 

Pay:Start:$_________

Finish:$__________


  Job Title and Job Description:                                                                                

    Reason for Leaving:  



 Company Name:                                                                                                       

     Telephone Number:

 Address:                                                                                                                   

    Employed (mm/yy)

From:________ To:________


Name and Title of Supervisor:                                                                              


    Annual 

Pay:Start:$_________

Finish:$__________


  Job Title and Job Description:                                                                                

    Reason for Leaving:  


EDUCATION


                          



          High School                     College/University                    Graduate/Professional    


 School Name, Address and                                                                                                                                                                                                                                                   

 Phone Number


 Years Completed                     
    
      9     10     11     12               
  1       2       3       4                1       2       3       4 


 Diploma/Degree


 Course of Study 


 Honors Received

Degree of educational achievement is considered in the hiring process only to the extent that specific educational achievement is a requirement for performing the job.

SPECIAL SKILLS AND TRAINING

 Other than English, are you fluent in any language?  Please List::

 In which computer programs do you feel you have proficiency?

 Do you have any other advanced training, continuing education or special study experience that you think would be

 helpful in the position for which you are applying?  Please list:


REFERENCES

 

                       Name                                   
 Relationship                   
          Years Known               Telephone Number





 May we contact your current employer?


C. Employment Application Signature Page
In order for employers to protect themselves legally as much as possible, the best time to preserve their rights is clearly at the beginning of the employment relationship.

The job candidate is expected to read the rights being preserved by the employer listed on the last page of the employment application.  The applicant must then sign and date the application, indicating that he/she has read all of the rights being secured by the employer as a condition of his employment.  
The reasoning here is clear:  

If applicants do not sign this application, 
then they should not accept the position.

As a result, from the outset, employers can secure numerous legal protections for themselves by having a thorough documentation process in place, which begins with the employment application.

NOTE:   UPON HIRE, SERIOUSLY CONSIDER HAVING EMPLOYEES SIGN THE “SIMPLIFIED EMPLOYMENT CONTRACT” FOUND IN THE CONTRACTS SECTION TO SECURE YOUR RIGHTS UNDER A BINDING CONTRACT.
Typically, the following items should be included in the employment application Agreement page:

1. A statement indicating that the employer is an employment-at-will employer, meaning that it can terminate the employee’s employment at any time with or without just cause. 

2. A statement reserving the right to change the employee’s compensation at any time for any reason, regardless of whether or not the employer has just cause to do so.  

This “compensation clause” is particularly important for salaried employees since some courts have found that placing any employee on an annual salary not only provides that employee with an implied contract of employment for that year, but it also guarantees his level of compensation for that period of time.  Such a clause helps to alleviate that concern for employers.  
This clause also allows employers to reduce an employee’s wages in case the employee steals from the employer, damages goods, fails to return equipment or fails to perform properly after being warned to improve.  
It is important to note that employees are still to receive either the minimum wage rate of the state or federal government, which either is larger.
3. A statement reserving the right to change the terms and conditions of the employee’s employment at any time.  

4. The signature page should also state that no one other than the president of the company, the chairman of the board of directors, the board of directors as a whole, or any other specifically named company representative can make any binding agreement with the employee that contradicts this policy ... and even then the agreement must be in writing.  Such a clause helps to alleviate the employer’s concern that any of its supervisors or other representatives might make their employees or prospective employees any promises that may be used later to form an implied contract of employment or a promissory estoppel argument.  HOWEVER, IN ORDER TO MORE FULLY SECURE THIS RIGHT FROM A CLAIM OF PROMISSORY ESTOPPEL, PLEASE EXAMINE THE “SIMPLIFIED EMPLOYMENT CONTRACT” IN THE “CONTRACTS” SECTION OF THIS CD.
This is a scary proposition since supervisors and managers could easily give assurances to and make promises to employees everyday.  It is important to note that a promissory estoppel argument is different from an implied contract.  In order to form an implied contract in most states, both parties have to intend to form a contract.  This is what we call a “meeting of the minds.”  Of course, when a dispute arises, all one party typically needs to do in order to avoid a forming a contract is to say that he/she did not intend to form a contract.  Unless both parties made their intentions very clear that they were intending to form a contract, then it is highly doubtful that a legally enforceable implied contract was actually formed.
However, forming a promissory estoppel argument is quite different.  In order to form a case for promissory estoppel in many states, all the employee only has to show is that: 
(1) A clear and unambiguous promise was made to the employee, 

(2) By the employer, 

(3) Which the employer should have reasonably and foreseeably expected to induce reliance by the employee, and 

Upon making this promise, the employee must have actually relied on the promise and actually suffered injury as a result of this reliance. 

If employees can convince a jury that they have proven each of these aspects of a promissory estoppel case, then the employer will be “estopped” from breaking its promise.  (See “Employment Application Promissory Estoppel Cases” handout in this section of the DIY HR DEPARTMENT.) 
However, there is good legal news for employers:  Contracts can “trump” a promissory estoppel argument.  By turning your employment application into a contract, you can defeat many of these arguments since the employee’s contract with the employer will contradict many of these promissory estoppel arguments.  

5. A statement granting permission to the employer to perform whatever background investigation checks it deems appropriate.  Such clauses should:

a) Grant permission to all parties to release reference information to the employer, as well as for the employer itself, should it ever later release information regarding this employee to anyone in the future, and

b) Provide a release of liability for anyone providing this reference information, as well as for the employer itself, should it ever later release information regarding this employee to anyone in the future.

NOTE:  In order to more fully protect yourself from claims of defamation for either giving or receiving references, please review the “REFERENCE RELEASE AGREEMENT.”  This Agreement provides you with all the protection of a CONTRACT … WHICH INCLUDES GRANTING YOU ANY ATTORNEYS FEES AND ADMINISTRATIVE COSTS YOU INCUR SHOULD THE EMPLOYEE/APPLICANT BREACH THIS CONTRACT AND FILE A LAWSUIT AGAINST YOU OR THE PROVIDER OF THE REFERENCE.  
NOTE:  If the employer intends to use a consumer reporting agency to perform a background check on the applicant, the employer should be sure to comply with the requirements of the Fair Credit Reporting Act, or "FCRA."  See “FCRA” forms and explanation in the “HR Forms” section of this packet.  These forms were updated in January 2013. 
6. This section also releases the employer from all liability for whatever comments it makes regarding the employee and his/her employment.  Therefore, if a supervisor later makes comments about the employee to someone who is not on a “need to know” basis, the employer has contractual protection.
7. A statement that the applicant releases all parties from liability to take any medical, drug or chemical test required by the employer at any time throughout the applicant's employment with the employer, or before, upon request.  
(Still, under the Americans With Disabilities Act of 1990, a physical examination of the applicant cannot be performed until after the offer of employment has been made, even though the offer can be made contingent upon successfully passing such an examination that is shown to be related to the applicant's work.)
8. This signature page also includes a verification by the job candidate that all of the information provided on the application is true, while reminding applications that providing false information will be grounds for dismissal.  (Some courts hold that employers may still only terminate employees under this clause for falsehoods that are substantially related to the position or to the employer's business on the whole, depending on the jurisdiction.) 

It is important for employers to understand that their handbooks are NOT contracts.  Handbooks should be used to place the employees on notice as to what rights the employer is reserving for itself while the employees are working for the employer.  NOWHERE in the handbook should the word “AGREE” appear, which tends to suggest that the handbook is in fact a contract, which will most likely work against the employer later.  Therefore, once an employee leaves the employer’s employment, the policy manual is not longer enforceable.  
Think of it this way:  employers cannot enforce their “Dress Code” against its former employees.  

Contracts, on the other hand, do survive the employment relationship.  As a result, if any employer wants to enforce any restrictions against its former employees, then a contract is needed.  

Again, contracts will generally “trump” an employee’s promissory estoppel claim.  Also, unlike policies that “die” once the employment relationship ends and are no longer enforceable, contracts survive the end of the employment relationship and remain enforceable. 
UPON HIRE, SERIOUSLY CONSIDER HAVING EMPLOYEES SIGN THE “SIMPLIFIED EMPLOYMENT CONTRACT” FOUND IN THE CONTRACTS SECTION. 

APPLICANT’S AGREEMENT

I understand that, if I am employed by the Company, my employment and compensation is entirely “at will,” which means neither are guaranteed for any definite period of time, and either can be modified or terminated, with or without cause, and regardless of the date of payment of my wages and salary, and with or without prior notice at any time, at the option of either the Company or myself.  I understand that the Company reserves the right to establish and/or change any of the terms or conditions of any aspect of my employment at its discretion at any time with or without notice.  I understand that no other individual oral agreements of any kind pertaining to the terms of my employment and/or my compensation exist between the Company and myself.

I also understand that no representative of the Company, other than the President, the Chairman of the Board, or the Board of Directors as a whole, have any authority to enter into any other agreement or with me personally or provide me with any assurances relating to any aspect of my employment with the Company, except that the above-mentioned officials of the Company may do so in writing.   

I authorize the Company to investigate my background, qualifications and/or any other information on me as it deems appropriate.  I also authorize anyone the Company contacts as part of its investigation to release any information they have regarding me or my employment to the Company or its representatives.  Further, I authorize the Company to release the results of any background checks conducted on me and any other information related to me or my employment as it deems appropriate.  I also release all parties, including the Company and its representatives, from all liability for any damage that may result from either releasing or furnishing any such information.  I understand I may have to indemnify all parties from any loss or expenses incurred, including, but not limited to, all of their attorney’s fees and administrative costs deemed necessary and reasonable by the other party if I fail to release all parties from liability. 
I further understand that I will take any lawful medical examination, chemical, drug or alcohol test upon request by the Company at its sole discretion as a condition of my employment, or, if I am hired, as a condition of my continued employment at any time as deemed appropriate by the Company.  I understand that my refusal to take any such examinations or tests immediately upon request may be cause for my not being hired or, if I am hired, may be cause for the immediate termination of my employment.  Further, I authorize the Company to release the results of these tests to whomever it deems appropriate where allowed by law.  I hereby release all parties from all liability for any damage that may result from conducting, releasing or furnishing information regarding these examinations or tests.

the provisions contained herein.”

I also certify that the facts contained in this application are true and complete to the best of my knowledge and understand that if I am employed, any statements I have falsified on this Application shall be grounds for dismissal.  I further certify that I have read all of the foregoing, understand the same and do hereby voluntarily agree to all of the provisions contained herein.”

________________________________________

____________________

APPLICANT’S SIGNATURE



Date
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Scott Warrick (www.scottwarrick.com) is a practicing Employment Law Attorney, Human Resource Professional and three-time best-selling author with over 40 years of hands-on experience.  Scott uses his unique background to help organizations get where they want to go, which includes coaching and training managers and employees on site in his own unique, practical and entertaining style.   

Scott combines the areas of law and human resources to help organizations in “Solving Employee Problems BEFORE They Start.”  Scott’s goal is NOT to win lawsuits. Instead, Scott’s goal is to PREVENT THEM while improving EMPLOYEE MORALE. 

Scott’s first book, Solve Employee Problems Before They Start:  Resolving Conflict in the Real World, is a #1 Best Seller for Business and Conflict Resolution.  It was also named by EGLOBALIS as one of the best global Customer and Employee books for 2020-2021. Scott’s next book, Living The Five Skills of Tolerance, is also a #1 Best Seller in 13 categories on Amazon. His most recent book, Healing The Human Brain, is an International Best Seller in 14 categories with sales in over a dozen countries worldwide.  

Scott Trains Managers & Employees ON-SITE in over 50 topics, all of which are customized for each client. Scott is a national speaker who travels the country presenting seminars on such topics as Healing The Human Brain, Employment Law, Conflict Resolution, Leadership and Tolerance, to mention a few.  
Scott is also a seven-time SHRM National Diversity Conference presenter.  In 2023, he presented his ground-breaking “TOLERANCE & BRAIN HEALTH” program.  
Scott’s MASTER HR TOOL KIT SUBSCRIPTION is a favorite for anyone wanting to learn Employment Law and run an HR Department.
Scott’s videos are also favorite tools for anyone wanting easy, convenient and affordable access to in-house training, including his SCOTT’S SUPERVISOR MASTER VIDEO SERIES and his STOP BULLYING & HARASSMENT NOW! video, which complies with all of the new EEOC Harassment Training Guidelines. 

Scott was named one of Business First’s 20 People To Know In HR by CEO Magazine’ and a Human Resources “Superstar” in 2008.  Scott also received the Linda Kerns Award for Outstanding Creativity in HR and the Ohio State Human Resource Council’s David Prize for Creativity in HR Management.

Scott’s academic background and awards include Capital University College of Law (Class Valedictorian (1st out of 233) and Summa Cum Laude), Master of Labor & Human Resources and B.A. in Organizational Communication from The Ohio State University.  

For more information on Scott, just go to www.scottwarrick.com.
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