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The VSI Website! 

Visceral Solutions now has a website 

to help you more easily access the 

information you need to do what you 

need to do faster.  

You can: 
Go directly to your payroll log in page 

Access HR and New Hire forms 
Request trainings and so much more!  

 
Check it out @: www.vsi-inc.net 
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Welcome! 

Visceral Solutions would like to officially welcome and extend a sincere thank you to all of our 

clients. We understand that you have many options when selecting a payroll/HR solution and we 

truly appreciate your business! 





Hire Act Reminder! 

$ÏÎȭÔ ÆÏÒÇÅÔȣ the HIRE Act allows 

you to forego the 6.2% portion of 

FICA for new employees that 

qualify!  

Any employee who was hired on or 

after February 2nd AND was 

unemployed for 60 days prior to 

beginning work for you must fill out 

a W-11 and submit the form to 

payroll. 

HIRE Act ends December 31st, 2010. 

 



 

 

 



 

Did You Know?...  the CO State Unemployment rate is 8%, compared to the 9.5% National Average Rate. ðThe 

Bearu of Labor Statisitcs 

Sticky Note Reminder for Payroll 
  
If you have employees who would like online access 
to their paystubs, they can email their request to 
Eva Whitehead at eva@vsi-inc.net to have log in 
information sent directly to them! 
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Colorado HR Corner 

New guidance for CO employers 
regarding medical marijuana at work 
was signed by Governor Bill Ritter on 
June 7th, 2010. 

Previous legislation on medical 
marijuana did not lend much help to 
employers with what to do when an 
card-carrying employee comes to 
work under the influence since we 
cannot prevent them from using 
marijuana if they are outside of work 
place and times.  The new laws 
clarify permissive medical use of 
marijuana in a way that assists 
employers. Effective immediately, a 
registered user may not: 

*Undertake any task while under the 
influence of medical marijuana when 
doing so would constitute negligence 
or professional malpractice. 

*Possess or otherwise engage in the 
use of medical marijuana on the 
grounds of a school or in a school 
bus. 

*Engage in the use of medical 
marijuana while in a vehicle, aircraft 
or motorboat. 

*Operate, navigate, or be in actual 
physical control of any vehicle, 
aircraft or motorboat while under the 
influence of medical marijuana. 

The original legislation did not force 
employers to allow employees to use 
marijuana at work but determining 
what to do when they get there with it 
in their system is still a gray area. A 
good idea would be to determine 
whether or not your company will 
adopt a ñNo Toleranceò policy and be 
sure to make your employees aware 
of the requirements!   

New FCRA Requirements for Employers 

 

On July 1
st

, 2009, the Federal Trade Commission (FTC) and several other 

federal agencies  issued a joint final rule that imposes additional regulatory 

requirements on businesses, including employers, that provide consumer 

information to consumer reporting agencies (16 C.F.R Part 660). The final rule 

is effective July 1
st

, 2010. Additional requirements include having practices 

ǘƘŀǘ ǇǊŜǎŜǊǾŜ ǘƘŜ άŀŎŎǳǊŀŎȅέ ŀƴŘ άƛƴǘŜƎǊƛǘȅέ ƻŦ ŜƳǇƭƻȅƳŜƴǘ ƛƴŦƻǊƳŀǘƛƻƴΦ 

Recently, the FTC determined that certain companies, such as TALX (a 

reference-checking provider), are consumer reporting agencies under the 

FCRA. As a result, employers that provide payroll and other employee-related 

information to consumer reporting agencies in connection with outsourced 

services, such as unemployment processing and reference checking, will be 

considered "furnishers" within the meaning of the FCRA and, therefore, 

subject to applicable federal and comparable state law regulations.  

 In addition, employers that outsource these functions to consumer reporting 
agencies must comply with the new final rule, which requires an employer to 

implement and maintain policies and procedures designed to ensure the 
accuracy and integrity of information provided to these agencies. An employer 

also must investigate a "direct dispute" from a current or former employee 
regarding the accuracy or completeness of information the employer provided 

to the consumer reporting agency. 
 

What should you do? 

Employers should take measures to ensure compliance with the final rule by 

assessing whether, when and how they are exchanging employment history 

and other information with any consumer reporting agencies. 

 You will also want to look over your current practices and procedures to 

identify any potential loop holes that may compromise the accuracy or 

integrity of employment information. 

Visceral Solutions will be sending a follow up memo on this topic to help you 

determine whether or not you need to comply and best practices for doing so. 

It will include the accuracy and integrity guidelines, Direct Dispute regulations 

and final rule reporting and notification requirements, as well as what Visceral 

Solutions will be implementing to help mitigate risk for any employment 

information we communicate on your behalf! 

Stay tuned! 
- SHRM Knowledge Center  

 

 

Your feedback is important to us! 

If you have any suggestions or comments about the VSI Newsletter 
or any content you would like to see, we would love to hear them! 

Please send them to Eva Whitehead @ eva@vsi-inc.net 


