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 Five Ways to Supercharge Your Hiring Process. 

Your hiring process could have more holes than that Swiss cheese analogy we're going to  
drop later. In today's talent marketplace, the difference between landing your next rockstar 
employee and hiring someone who's "creatively enhanced" their resume often comes down  
to how you approach verification. And while most companies are playing checkers with their 
background checks, you could be playing chess. 
 
The good news? Transforming your hiring process from "hope for the best" to "know for  
certain" doesn't require a complete overhaul or a bottomless budget. It just takes a strategic 
approach that goes beyond the basic database searches most background check providers  
try to sell you as "comprehensive." 
 
Whether you're drowning in applications or struggling to find quality candidates, these  
five strategies will help you cut through the noise and identify the genuine talent your 
organization deserves. From interview techniques that reveal what resumes conceal to 
background partnerships that actually find what matters, consider this your practical  
playbook for hiring with confidence in 2025. 
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Five Steps to Building a Bulletproof Hiring Process. 

The Art of Investigative Interviewing. 

Let's call a spade a spade: "fake it till you make it" might work for confidence, but in hiring,  
it's a shortcut to costly mistakes. The interview isn't just a friendly conversation—it's your  
first real opportunity to separate fact from fiction. 
 
That impressive resume sitting in your inbox deserves healthy skepticism. Any competent 
candidate can craft a document that makes their experience look flawless. That "extensive" 
employment history? Those "specialized" qualifications? That "proficiency" in critical software?  
All of it warrants verification before you make decisions that impact your team and bottom line. 
 
Resume embellishment has evolved from the occasional exaggeration to full blown strategic 
career advancement. While minor enhancements might be understandable, there's a clear  
line when a nursing candidate fabricates certifications or an engineer invents technical 
credentials. That's not ambition—that's a serious liability for your organization. 
 
Your interview is where proper verification begins. Move beyond generic questions about 
"greatest weaknesses" and focus on role-specific scenarios: "Walk me through exactly how  
you handled the database migration at your last position" or "Describe the specific steps you  
took to reduce that 15% customer churn you mentioned." 
 
The revealing moments come when you ask for details that only someone who's done the work 
could provide. Get them talking about specifics of their claimed accomplishments. How did they 
measure success? What unexpected challenges arose? What would they do differently next time? 
 
Remember: qualified candidates welcome this level  
of scrutiny—they have the experience to back up their 
claims. It's the polished pretenders who struggle when 
you dig beneath surface assertions. 
 
By approaching each interview with a verification mindset 
rather than just seeking confirmation of what you see on 
paper, you'll identify genuine talent before investing 
in extensive background checks. The truth always 
emerges in the details—your job is to ask for them. 

 

https://www.cichecked.com/blog/fake-it-til-you-make-it
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Why Your Background Check Partner Makes All the Difference. 

Once your interview process identifies a promising candidate, it's time to verify their background 
— and who you choose for this critical task matters more than most HR teams realize. 
 
While many employers fixate on price points and turnaround times when selecting a screening 
partner, they're overlooking the fundamental difference between Consumer Reporting 
Agencies (CRAs) and Private Investigative Agencies (PIAs). This distinction isn't just industry  
jargon — it directly impacts the quality and depth of information you'll receive. 
 
Standard CRAs typically rely on automated database searches, running the basics like: 

 Credit History 
 Criminal Records  
 Education Verification  

These searches provide valuable information but often present only part of the picture —  
like looking at a house from the street without checking what's happening inside. 
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Five Steps to Building a Bulletproof Hiring Process. 

By contrast, PIAs conduct more comprehensive searches with trained investigators who 
understand where to look beyond standard databases. The result? Critical information that 
automated systems frequently miss. PIAs offer enhanced accuracy through better data sets  
and human analysis—not just algorithm-driven results. Most importantly, they can customize 
reporting approaches for different positions, particularly valuable when assessing executive  
or highly sensitive roles. 
 
The consequences of choosing the wrong partner became painfully clear in the University of 
Michigan's hiring debacle. The football program brought on Glenn Schembechler as assistant 
director of recruiting, only to have him resign three days later when offensive social media posts 
surfaced. The incident damaged both the program's and university's reputation, prompting 
an immediate change in their background screening provider. 
 
So which approach suits your organization—CRA or PIA? While there are no guarantees in 
background screening, partnering with a licensed Private Investigator significantly reduces  
your chances of missing critical information. When you consider the cost of a single bad hire 
(estimated 30% of an employees first year earnings), choosing the right screening partner  
isn't just about compliance—it's about protecting your organization's future. 

 

 

 

 

 

 

 

 

 

 

 

 

https://nypost.com/2023/05/21/glenn-schembechler-resigns-from-michigan-recruiting-job-after-social-media-controversy/
https://nypost.com/2023/05/21/glenn-schembechler-resigns-from-michigan-recruiting-job-after-social-media-controversy/
https://www.business.com/articles/cost-of-a-bad-hire/
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Layer Up: The Swiss Cheese Approach. 

With the right investigation partner in place, your next decision is equally critical: which specific 
searches to include in your background check. This isn't a one-size-fits-all proposition—different 
positions require different levels of scrutiny, and common misconceptions about search coverage 
can leave dangerous gaps in your verification process. 
 
The most persistent myth in background screening? That a national criminal search captures 
everything you need to know. This misplaced confidence leaves many employers vulnerable to 
missing critical information because of how county courts actually manage their records. Unlike 
what procedural crime shows suggest, there's no central database containing all criminal 
records, and county courts have no standardized timeline for updating their information. 
 
This reality creates a Swiss cheese effect in your screening process. Imagine holding a slice of 
Swiss cheese in your hand—it covers most of your palm, but holes remain exposed. That first  
slice represents your nationwide criminal search. It's a good start, but the holes represent 
potential criminal records you're missing entirely. 
 
To build a truly comprehensive picture, you need more "slices." Add a county or state search 
(depending on the jurisdiction), and now you've placed another slice of cheese at a different  
angle, covering some of those initial holes. Add federal criminal searches, motor vehicle reports, 
or sex offender registry checks, and you're adding more layers of coverage. 
 
 

 

 

https://www.cichecked.com/blog/with-background-checks-one-size-does-not-fit-all
https://www.cichecked.com/blog/keeping-your-roads-safe-a-guide-to-motor-vehicle-reports-for-employers
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The layered approach matters because criminal information exists in different databases that 
don't always communicate with each other. A DUI might appear in a state DMV record but not  
in a national criminal database. A federal white-collar crime wouldn't show up in county 
records. Each slice adds another layer of protection against unpleasant post-hire surprises. 
 
Your background partner should proactively explain these coverage gaps and recommend 
appropriate search combinations based on the position's responsibilities, access levels,  
and risk factors. The goal isn't to run every possible search—it's to strategically layer the  
right searches to eliminate your most significant blind spots. 
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Five Steps to Building a Bulletproof Hiring Process. 

Making Fair and Defensible Hiring Choices. 

With your background investigation complete, you now face what might be the most 
consequential part of the hiring process: making a decision based on those results. Whether  
your candidate comes back squeaky clean or with concerning information, an Individualized 
Assessment is your shield against inconsistent practices and potential discrimination claims. 
 
The Individualized Assessment isn't just compliance theater—it's a practical framework for  
making consistent, documentable hiring decisions. By using this approach for every candidate, 
particularly those with adverse information, you're creating a systematic process that protects 
both your organization and your candidates. 
 
Different jurisdictions have specific requirements for these assessments. New York City, for 
example, requires employers to document their reasoning when declining candidates based  
on background information under Section 752 of Article 23-A. This isn't bureaucratic red tape  
— it's designed to prevent unfair discrimination against individuals with prior convictions while 
supporting the state's goal of reducing recidivism through employment opportunities. 
 
The federal Equal Employment Opportunity Commission (EEOC) takes a similar stance, 
emphasizing that background information shouldn't be used to discriminate in violation of  
federal law. This alignment between state and federal positions underscores the importance  
of having a consistent, defensible approach to evaluating candidates with criminal records  
or other adverse information. 
 
To support this critical process, CIChecked has developed the Individualized Assessment Decision 
Matrix™ — a structured tool that guides employers through the evaluation process when adverse 
information appears in a report. By considering factors like relevance to job duties, time elapsed, 
and rehabilitation evidence, you create a consistent framework for these sensitive decisions. 
 
 

 

 

 

https://www.nysenate.gov/legislation/laws/COR/752
https://www.cichecked.com/blog/decisions-decisions-a-tool-to-ensure-compliance-with-state-and-federal-hiring-guidelines
https://www.cichecked.com/blog/decisions-decisions-a-tool-to-ensure-compliance-with-state-and-federal-hiring-guidelines
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This systematic approach delivers two crucial benefits: First, you're more likely to  
identify candidates who, despite past mistakes, may be excellent employees. Second,  
you're creating documented evidence of your fair, consistent process should your  
decisions ever face legal scrutiny. 
 
The bottom line: Whether you use CIChecked's matrix or develop your own assessment 
framework, this step isn't optional in modern hiring—it's essential protection for both  
your organization and the candidates you consider. 
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The Adverse Action Process That Protects Everyone. 

The final piece of your hiring puzzle isn't the most exciting, but it might be the most important 
from a compliance perspective: properly handling situations where background results lead to 
adverse decisions. This isn't just procedural formality—it's federally mandated protection that 
keeps your organization on the right side of the law. 
 
When your background investigation reveals information that raises red flags about a  
candidate's suitability, the Fair Credit Reporting Act (FCRA) requires a specific notification  
process. This starts with the Preadverse Action Notice—a communication that serves a critical 
purpose: giving candidates the opportunity to review their background report and dispute any 
information they believe is inaccurate or incomplete. 
 
We recommend sending this notice via certified mail to create a documented paper trail  
of compliance. Remember, at this stage, you're not obligated to keep the position open  
while waiting for a response. 
 
A common question arises: "What if our decision not to hire wasn't based on the background check, 
but rather on factors like skills or qualifications?" While technically you might not be required to 
follow the adverse action process in these cases, we strongly recommend proceeding with both 
notices anyway. This extra step provides valuable protection if disputes arise later, eliminating  
any question about whether the background check influenced your decision. 
 
The formal Adverse Action Notice should follow at  
least five business days after delivering the Preadverse 
notice. This timing provides the candidate reasonable 
opportunity to respondto any concerns before you  
finalize your decision. The Adverse Action Notice serves  
as official confirmation that your organization has chosen 
not to proceed with the candidate, cleanly concluding the 
application process. 
 
Getting this process right isn't just about checking 
compliance boxes—it's about demonstrating respect for candidates while protecting your 
organization from potential litigation. Investing in proper adverse action procedures is 
considerably more economical than defending against claims of non-compliance.  

https://www.cichecked.com/blog/the-legal-requirement-that-hiring-managers-often-overlook
https://www.cichecked.com/blog/the-legal-requirement-that-hiring-managers-often-overlook
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Strategic Hiring as Your Competitive Advantage. 

The Swiss cheese metaphor isn't just a cute visual—it's the perfect illustration of why strategic 
hiring matters. Every organization has gaps in their screening process; the difference is whether 
you're aware of yours and actively working to cover them. 
 
The five steps we've outlined aren't complicated or revolutionary—they're practical steps any 
organization can implement to make dramatically better hiring decisions. The most successful 
companies aren't necessarily doing anything magical; they're just more thorough, more 
consistent, and more strategic about how they evaluate potential team members. 
 
Remember: Good hiring isn't about being suspicious of everyone. It's about creating a process 
that gives genuinely great candidates the opportunity to shine while providing you with the 
verification you need to move forward confidently. 
 
Ready to add a few more slices to your Swiss cheese hiring process? CIChecked isn't just 
another background check company—we're licensed private investigators who understand that 
thorough diligence isn't paranoia, it's protection. Our team digs deeper into those county court 
records (where the good stuff is often hiding) because we know that's what makes the difference 
between uncertainty and confidence. 
 
Contact CIChecked today at (518) 271-7546 or info@cichecked.com to discover how our approach 
can strengthen your hiring process without slowing it down. Because in the hiring game, 
peace of mind and speed aren't mutually exclusive—you just need the right partner. 

 

 

 

 

 

 

https://www.cichecked.com/
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About CIChecked.        

  

CIChecked™, the evolution of Commercial Investigations, delivers thorough, human-driven 
background checks that go way beyond surface-level searches. Our licensed investigators dive 
deep, cross-checking information to unearth discrepancies that can make or break compliance.  

We’ve earned the trust of our clients and the industry, landing a top spot in HRO Today’s Baker’s 
Dozen for background screening. What makes us stand out? Our commitment to innovation and 
results that are complete, current, and compliant—all at a cost that cuts expenses, not corners.  

We’ve got you covered with:  

• Identity Verifications  

• Criminal, State, and Municipal Background Checks  

• Drug Screening  

• Cyber Investigations  

• Continuous Monitoring  

• And more.  

When compliance is on the line, CIChecked’s meticulous investigative process means you can 
move forward with confidence—and speed. Don't let confusing regulations and impersonal 
services hold up your hiring. CIChecked works with you to provide clarity and confidence, 
empowering you to make the right call so you can move forward with that prospective hire. 

 

 


