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Disclaimer: This whitepaper is provided for informational purposes only and does not constitute legal
advice. Employment laws vary by jurisdiction and change frequently. Employers should consult with
qualified legal counsel to ensure compliance with all applicable federal, state, and local laws
regarding the use of criminal background information in employment decisions.
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EXECUTIVE SUMMARY

The recruitment landscape has entered uncharted territory. As we
navigate towards 2026, HR professionals face an unprecedented
challenge: distinguishing between genuine candidates and
sophisticated Al-generated fabrications. Deepfake technology, once
confined to experimental labs, has become accessible, affordable, and
alarmingly effective at deceiving traditional verification methods.

Identity fraud cases involving Al-manipulated credentials have
increased dramatically in recent years. The FBI's Internet Crime
Complaint Center reports that identity theft and fraud remain among
the top reported cybercrimes, with losses exceeding billions annually.
As deepfake technology becomes more sophisticated and accessible,
employment-related fraud represents a growing threat vector.

Note: Employers should ensure all verification procedures comply with the Fair Credit Reporting Act
(FCRA) when using third-party consumer reporting agencies. Consult with legal counsel to confirm
compliance with current requirements.

Key Findings:

e HR professionals increasingly report encountering suspected
fraudulent credentials during recruitment processes

e Organizations without enhanced verification protocols experience
significantly more bad hires resulting from identity fraud

e Companies implementing multi-layered digital identity verification
substantially reduce fraud-related hiring mistakes

e The average cost per fraudulent hire can reach six figures when
considering termination, legal exposure, and reputation damage
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This whitepaper provides practical guidance for HR professionals,
recruiters, and staffing operations managers who must adapt to this
evolving threat while maintaining efficient, candidate-friendly, and
legally compliant hiring processes. Employers should consult qualified
employment counsel before implementing enhanced verification
procedures to ensure FCRA and EEO compliance.
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THE DEEPFAKE THREAT
LANDSCAPE IN 2026

THE PERFECT STORM: TECHNOLOGY MEETS ACCESSIBILITY

The convergence of three factors has created today's deepfake crisis.
First, generative Al tools have become remarkably sophisticated,
capable of producing photo-realistic images, convincing videos, and
authentic-sounding voice clones from minimal source material. Second,
these tools are now widely accessible—many requiring nothing more
than a smartphone and modest subscription fees. Third, economic
pressures and remote work normalization have created both motivation
and opportunity for fraud.

Research from academic institutions and cybersecurity firms
documents exponential growth in deepfake-as-a-service platforms
operating on both the surface and dark web marketplaces. These
services offer complete "identity packages” including manipulated
resumes, fake reference calls, and Al-generated video interview
personas at surprisingly low costs.
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WHAT MAKES 2026 DIFFERENT

Modern deepfake technology can:

Generate entirely synthetic identities that pass visual inspection and
basic database checks. These "people” have coherent social media
histories, professional network profiles, and educational backgrounds
that appear legitimate until subjected to enhanced verification.

Clone real professionals’ identities by scraping public information and
creating convincing impostors who leverage another person's actual
credentials. The Department of Justice has documented substantial
increases in identity theft and impersonation schemes in recent years.?

Manipulate video communications in real-time during remote
interviews, allowing fraudsters to present as different people or enhance
their apparent qualifications through Al-assisted responses.

Create convincing documentary evidence including reference letters,
employment verification documents, and educational transcripts that
contain appropriate formatting, institutional branding, and security
features that appear authentic.

THE ECONOMIC DRIVERS

Understanding why deepfake fraud has exploded requires examining
the economic incentives. For sophisticated criminal organizations,
employment fraud represents a relatively low-risk, high-reward activity.
Placement into corporate positions provides access to intellectual
property, financial systems, customer data, and business intelligence
worth exponentially more than the effort required.
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Cybersecurity research indicates that organized crime networks and
state-sponsored actors increasingly target corporate employment
processes as vectors for espionage and financial fraud. These aren't
opportunistic individuals padding resumes—they're coordinated
operations with specific objectives.

Table 1: Evolution of Employment Fraud Sophistication (2020-2026)

] ) Estimated .
vear Primary Fraud Detection Average Detection
Method Difficulty (1-10) g Challenge
Cost
Resume .
2020 embellishment 3 Low Relatively easy
Standard
2022 Document forgery 5 Moderate screening
effective
Sophisticated . Requires
2024 deepfakes 8 High enhanced tools
2096 Multi-vector Al 95 Very High Needs muilti-
fraud layer approach
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UNDERSTANDING Al-
GENERATED IDENTITY FRAUD

THE ANATOMY OF MODERN IDENTITY DECEPTION

To combat deepfake fraud effectively, HR professionals must
understand how these deceptions are constructed. Modern Al-
generated identity fraud typically involves multiple coordinated
elements.

Synthetic Identity Creation begins with Al tools that generate
photorealistic faces of people who don't exist. Publicly available Al
models can create consistent imagery that can populate social media
profiles, professional networks, and identification documents.

The fraudster then builds a digital presence over weeks or months,
establishing social media history, professional connections, and online
activity patterns that appear organic. Linkedin, Twitter, Facebook, and
industry-specific platforms all receive attention, creating a
comprehensive digital footprint that passes cursory verification.

Credential Fabrication has evolved beyond simple document forgery.
Modern tools use Al to analyze thousands of legitimate documents from
specific institutions, learning formatting patterns, signature styles,
security features, and linguistic conventions. The output documents
don't just look authentic—they match the specific characteristics of
credentials issued by target institutions during particular time periods.
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Employment History Manufacturing represents perhaps the most
sophisticated element. Fraudsters establish shell companies with
functioning websites, phone numbers, and email domains. These
entities maintain minimal legitimate business activity, making them
appear in business registries and databases. When verification calls
arrive, accomplices provide glowing references using Al-coached
responses tailored to the target position.

THE TECHNOLOGY BEHIND THE DECEPTION

Several specific Al technologies enable modern employment fraud:

Generative Adversarial Networks (GANs) create synthetic images and
videos by training two neural networks against each other—one
generating fake content and the other trying to detect it. This
competitive process produces increasingly convincing outputs.

Natural Language Processing (NLP) Models generate written content—
resumes, cover letters, reference materials—that matches professional
writing conventions, industry terminology, and role-specific language
patterns. Advanced language models can produce human-quality text
that's difficult to distinguish from authentic writing.

Voice Cloning Technology requires only seconds of source audio to
create convincing voice replicas. Fraudsters use these clones for
reference calls, video interviews, or phone screenings.

Real-Time Video Manipulation software can alter appearance, replace
faces, or enhance presentation during live video calls. While early
versions created noticeable artifacts, current tools operate with minimal
detectable distortion, especially over compressed video conferencing
platforms.
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RED FLAGS VS. LEGITIMATE VARIATIONS

Legitimate variations include:

Deepfake red flags include:

e Employment gaps due to health
issues, caregiving, or career transitions

e Minor date discrepancies between
resume and verification documents

e Differences in job titles between
candidate usage and official company
records

e Social media presence that's minimal
or focused on privacy

e Natural inconsistencies in human
communication and documentation

e Perfect consistency across all
materials with no natural human
errors

¢ Social media profiles with regular
activity but minimal genuine
engagement

e References who provide scripted-
sounding responses with unusual
uniformity

e Employment at companies with
minimal digital footprint despite
claimed size

e Credentials that look "too perfect” with
no signs of age or natural variation

¢ Video interviews where lip-sync
appears slightly off or background
elements show anomalies

e Resistance to verification methods
beyond the candidate’s controlled
channels
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REAL-WORLD IMPACT ON
HIRING OPERATIONS

CASE STUDIES: WHEN DEEPFAKES SLIP THROUGH

Case Study 1: Technology Sector Data Breach

A major software company hired a systems administrator who
possessed an impressive resume, excellent references, and performed
well during technical interviews. The individual held the position for
several months, gaining access to proprietary source code and
customer databases.

An internal security audit revealed the employee had systematically
exfiltrated intellectual property. Investigation uncovered that the hired
individual bore no resemblance to the person who attended video
interviews. The interviewer was an Al-generated composite using voice
cloning and deepfake video. The person who actually showed up for
work was placed to conduct corporate espionage.

The company'’s traditional background check had verified employment
at shell companies with functioning phone numbers and websites.
Educational credentials appeared legitimate because they were near-
perfect Al-generated replicas.
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Case Study 2: Financial Services Fraud

A regional financial institution hired an accounts manager who passed
standard background screening. Several months into employment, the
individual orchestrated a sophisticated fraud scheme, ultimately
stealing millions from client accounts.

Forensic investigation revealed the candidate had used a synthetic
identity—everything about the person was fabricated using Al tools. The
professional headshots, LinkedIn profile, college credentials, and
employment history were entirely manufactured.

Case Study 3: Healthcare Credential Fraud

A hospital system hired a healthcare professional whose credentials
and license verification appeared legitimate. Several months into
employment, colleagues noticed clinical skill deficiencies. Investigation
revealed the individual had never attended the claimed professional
program—the credentials were sophisticated deepfakes, and the license
verification had accessed a spoofed website mimicking the state
licensing board.

While no patient harm occurred, the hospital faced regulatory action,

civil liability exposure, and reputation damage requiring extensive
remediation efforts.

QUANTIFYING THE BUSINESS IMPACT
Beyond individual incidents, deepfake fraud creates systemic costs:

e Direct Financial Losses: Stolen funds, intellectual property theft, and
fraudulent transactions perpetrated by fraudulent hires
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e Operational Disruption: Gaps in coverage, project delays, and
knowledge transfer challenges when fraudulent employees are

discovered

e Legal and Regulatory Exposure: Compliance violations, especially in
regulated industries like healthcare, finance, and government

contracting

e Reputation and Brand Damage: Client retention issues, partner
relationship impacts, and talent attraction challenges

e Security and Remediation Costs: Forensic investigation, system
access audits, credential resets, and security enhancements

TABLE 2: ESTIMATED COST CATEGORIES PER DEEPFAKE HIRE INCIDENT

Note: The following estimates are based on industry observations and may vary significantly by
organization size, industry, and incident severity. Organizations should conduct their own cost-benefit
analysis with appropriate financial and legal advisors.

Cost Category Impact Level Estimated Percentage Range
Direct financial losses Very High 35-50%
Legal and regulatory High 15-30%
fees
Operational disruption Moderate-High 10-20%
Security remediation Moderate-High 10-20%
Reputation Moderate 5-15%
management

*Percentages are approximations based on general business impact assessments and should not be
relied upon for budgeting or planning purposes without independent verification.
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DETECTION STRATEGIES AND
TECHNOLOGIES

MULTI-LAYER VERIFICATION FRAMEWORK

Effective deepfake detection requires abandoning single-method
verification in favor of multi-layered approaches where each element
provides independent validation.

Layer 1: Enhanced Document Authentication employs both automated
and human expert analysis of submitted credentials. Advanced
document verification services now use Al-powered forensic tools that
analyze pixel-level characteristics, font rendering, compression artifacts,
and metadata patterns that differ between genuinely scanned
documents and Al-generated fabrications.

Legitimate documents show natural aging, wear patterns, and scanning
inconsistencies that Al-generated versions struggle to replicate
convincingly. Security features like microprinting, guilloche patterns, and
optically variable elements appear differently under various analysis
methods—characteristics that deepfake generators often fail to capture
accurately.
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Layer 2: Direct Source Verification contacts issuing institutions directly
using independently verified contact information rather than details
provided by candidates. This simple practice defeats shell company
references and spoofed verification websites.

The National Student Clearinghouse provides direct verification for the
vast majority of U.S. educational credentials, eliminating reliance on
candidate-supplied transcripts for initial verification.® Similar services
exist for professional licenses, certifications, and employment
verification.

Layer 3: Biometric and Liveness Testing uses facial recognition
combined with liveness detection to ensure the person on video calls is
physically present and not a deepfake video. Advanced liveness testing
asks candidates to perform specific actions in random sequences—
movements, expressions, or gestures that would be extremely difficult to
fake in real-time.

Modern biometric systems analyze micro-expressions, pulse detection
through subtle skin color variations, and natural eye movement patterns
that Al-generated videos struggle to replicate convincingly. The National
Institute of Standards and Technology has conducted extensive testing
of face recognition vendor technologies, providing benchmarks for
accuracy and performance.*

Layer 4: Behavioral Pattern Analysis examines digital footprints for
authenticity indicators. Genuine social media profiles show organic
growth patterns, engagement, and temporal consistency that Al-
generated profiles may lack.
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Analysis tools examine factors like:

e Account creation dates relative to claimed professional history
e Engagement patterns and reciprocity in connections

e Writing style consistency across platforms and time periods

e Photo metadata and geolocation consistency

e Interaction authenticity (genuine back-and-forth vs. one-sided

posting)

FCRA Compliance Note: When conducted by third-party vendors, this analysis typically constitutes a
consumer report that may require: (1) clear written disclosure, (2) separate written authorization, and
(3) adverse action procedures if findings lead to negative employment decisions. Requirements vary
based on specific practices and jurisdictions—consult legal counsel to determine applicable
obligations.

Layer 5: Structured Interview Techniques incorporate questions and
exercises specifically designed to identify fraud. Rather than standard
behavioral questions, these interviews include elements difficult for Al-
assisted candidates to navigate convincingly.

Effective techniques include:

e Asking candidates to elaborate on specific, verifiable details about
claimed experiences

e Technical exercises requiring real-time problem-solving without Al
assistance

e Cultural and environmental questions about claimed workplaces

e Requests for specific examples that can be verified with genuine
contacts

e Real-time scenario responses that are difficult to pre-script
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TECHNOLOGY SOLUTIONS FOR DETECTION

Al-Powered Document Forensics Tools analyze submitted credentials
for manipulation indicators. Specialized companies provide platforms
that examine documents at the pixel level, identifying Al generation
signatures, inconsistent compression patterns, and metadata
anomalies.

These systems maintain databases of authentic documents from
thousands of institutions, comparing submitted materials against known
genuine examples. Machine learning models trained on extensive
datasets achieve high detection accuracy rates for sophisticated
deepfakes.

Video Interview Analysis Platforms integrate directly with common
video conferencing tools, operating in the background during candidate
interviews. These systems examine:

e Facial consistency across frames

e Natural lighting behavior and shadow consistency

e Audio-visual synchronization precision

e Compression artifact patterns consistent with live video vs.
generated content

e Micro-expressions and physiological signals indicating real human
presence

FCRA Compliance Note: Employers should disclose to candidates that Al-powered video analysis will
occur and obtain written authorization. Results may constitute consumer report information subject
to adverse action requirements depending on how the analysis is conducted and used. Legal counsel
should review your specific practices for FCRA compliance.
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Blockchain-Based Credential Verification creates tamper-proof
records of educational achievements and professional certifications. MIT
and numerous other institutions now issue blockchain-verified digital
credentials that cannot be credibly faked because they're
cryptographically tied to institutional verification.

Recipients can share these credentials with employers who can instantly
verify authenticity through blockchain verification without contacting
institutions directly—providing both security and efficiency.

Identity Verification Platforms provide comprehensive identity
verification combining document analysis, biometric matching, liveness
detection, and database cross-referencing in unified workflows.

These platforms guide candidates through multi-step verification
processes that create high-confidence identity assurance while
maintaining reasonable candidate experience. Implementation typically
adds minutes to the candidate experience but substantially reduces
fraudulent applications.

FCRA Compliance Considerations: Organizations using third-party identity verification platforms
should consider: (1) Providing stand-alone disclosure that a consumer report may be obtained; (2)
Obtaining separate written authorization; (3) Certifying permissible purpose to CRA; (4) Following
adverse action procedures if verification fails; (5) Complying with state biometric privacy laws that
may require specific consent and retention limits. Consult legal counsel to determine which
requirements apply to your specific verification practices.
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TABLE 3: DETECTION TECHNOLOGY COMPARISON MATRIX

Technol Detection Implementat . Best U
echnology etectio !oe enta Time Added est Used
Category Strength ion Cost For
Document . Moderate- . Credential
. Very High . 5-10 min I
forensics Al High verification
Biometric Interview
liveness Very High High 3-5 min identity
testing confirmation
Blockchain Extremely . Educational
. . Low 1-2 min e
credentials High verification
video Interview
analysis High High Real-time -
authenticity
platforms
Direct source , Employment
Very High Low 2-5 days proyms
confirmation

verification
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BUILDING A DEEPFAKE-RESISTANT
VERIFICATION PROGESS

DESIGNING YOUR ENHANGED SCREENING WORKFLOW

Effective deepfake-resistant verification balances thoroughness with
operational efficiency.

Phase 1: Application and Initial Screening (Days 0-2)

The process begins when candidates submit applications. Enhanced
screening starts immediately with automated analysis before human
review.

Before implementing any third-party verification tools, organizations
should consider providing candidates with:

e Clear written disclosure that consumer reports may be obtained
e Stand-alone authorization form (not bundled with application)
e Copy of "Summary of Your Rights Under the FCRA"

Specific requirements depend on the nature of the verification service
and your relationship with the provider. Legal counsel should review your
disclosure and authorization practices for FCRA compliance.

Implement Al-powered resume analysis that flags inconsistencies and

checks documents for manipulation. When conducted by third-party
vendors, this constitutes procurement of a consumer report.
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Conduct automated social media and digital footprint analysis using
tools that examine professional profiles for authenticity indicators. This
process identifies synthetic identities, minimal online presence despite
claimed extensive experience, or accounts with suspicious creation
dates relative to claimed career history.

Request initial video introduction submissions where candidates record
brief responses to standard questions. These recordings establish
baseline biometric data for later comparison and provide initial
deepfake detection analysis.

Best Practice: Communicate clear timelines and requirements upfront.
Candidates understand and accept reasonable verification when it is
positioned as standard practice protecting both employer and
employees.

Phase 2: Verification and Interview Scheduling (Days 3-7)

For candidates advancing beyond initial screening, implement
enhanced verification before investing significant interviewer time.

Initiate direct source verification for employment history and
educational credentials using independent contact methods. Avoid
relying solely on candidate-supplied reference contact information.

Conduct preliminary document forensics analysis on submitted
credentials, diplomas, transcripts, and certificates. Flag items requiring
expert human review or direct institutional verification.

Execute identity verification with document authentication and
biometric capture. Modern platforms guide candidates through
smartphone-based processes taking 8-12 minutes, establishing high-
confidence identity verification before interview scheduling.
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Best Practice: Frame enhanced verification as protecting candidates
from identity theft and ensuring fair evaluation rather than presuming
fraud. Most candidates appreciate employers taking security seriously.

Phase 3: Interview Process (Days 8-14)

Conduct interviews using platforms with integrated deepfake detection
capabilities. Enable video analysis features that monitor for real-time
manipulation indicators while maintaining natural interview flow.

Incorporate interview techniques designed to verify authenticity:

e Ask candidates to describe specific physical details about claimed
workplaces or educational institutions

e Request elaboration on technical details in claimed projects with
follow-up questions testing depth of knowledge

e Discuss industry events, trends, or cultural elements from periods
corresponding to claimed experience

e Include scenario-based exercises requiring real-time problem-
solving difficult to accomplish with Al assistance

Require multiple interview touchpoints with different interviewers.
Fraudsters struggle to maintain consistent deepfake presentations
across multiple sessions with different people asking varied questions.

Best Practice: Train interviewers to recognize deepfake red flags without

becoming paranoid. Focus on natural conversation while noting
inconsistencies for post-interview review.
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Phase 4: Final Verification (Days 15-20)

Before making offers, complete comprehensive verification including
enhanced elements:

Conduct thorough reference checks using direct outreach to verified
contacts at previous employers. Ask specific questions about the
candidate’s actual work product, technical skills, and verifiable
accomplishments rather than generic performance assessments.

Complete enhanced background screening including criminal records,
credit checks (where legally appropriate), and civil litigation searches.

For high-risk positions, consider requiring in-person verification
meetings where candidates present original documents and undergo
biometric comparison against interview recordings.

Verify professional licenses and certifications directly with issuing bodies
using blockchain verification when available or direct institutional
contact when not.

Best Practice: Maintain consistent verification standards across all

candidates at similar levels. Selective enhanced screening creates legal
risk and perception issues
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CRITICAL CONTROL POINTS

Specific process elements provide outsized fraud detection value and
are strongly recommended as core components of effective verification
programs:

Independent Contact Verification: Always verify reference and
institutional contact information independently. Never use only phone
numbers or email addresses supplied by candidates. This simple
practice defeats the majority of reference fraud schemes.

Multi-Session Video Interaction: Require at least two separate video
interactions on different days. Maintaining consistent deepfake
presentations across multiple sessions with varied lighting,
backgrounds, and questions becomes exponentially more difficult for
fraudsters.

Original Document Review: For finalist candidates, require in-person or
high-resolution submission of original credentials. Al-generated
documents often contain subtle flaws detectable in originals that don't
appear in photocopies or scans.

Biometric Consistency Verification: Compare facial biometrics across
all video interactions and submitted photos. Legitimate candidates
show consistent biometric markers; deepfake attempts often show
variations as different source materials are used.

Blockchain Credential Confirmation: When candidates claim
credentials from institutions issuing blockchain-verified certificates,
always verify through blockchain rather than accepting traditional
documents. The cryptographic certainty eliminates ambiguity.
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ADAPTING FOR DIFFERENT ROLE RISK LEVELS

Not every position warrants identical verification intensity. Risk-based
screening applies resources proportionate to potential harm.

High-Risk Positions (executive leadership, system administrators,
financial roles, positions with sensitive data access):

Maximum verification including all detection layers

In-person document verification required

Multiple reference checks with verified contacts

Extended background checks including international elements
Continuous monitoring during the initial employment period

Medium-Risk Positions (standard professional roles, customer-facing
positions, operational management):

Standard enhanced verification with key control points
Video interview with integrated deepfake detection
Direct source verification for employment and education
Biometric identity verification

Professional reference checks with verification

Lower-Risk Positions (entry—level, limited access, supervised roles):

024

Automated document analysis

Single video interaction with deepfake screening
Basic identity verification

Direct educational verification

Employment confirmation through database services
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TABLE 4: RISK-BASED VERIFICATION FRAMEWORK

Note: Detection rates are projections based on multi-layered verification approaches as of 2025 and
should not be considered guarantees. Actual effectiveness depends on implementation quality, staff
training, technology currency, and evolving fraud sophistication. Organizations should establish their
own metrics and conduct regular effectiveness assessments.

Position Risk Verification Estimated Estimated Pro]ect.ed
. Detection
Level Components Time Cost Range

Rate*

. i All layers + 95%+
High-Risk in-person 15-20 days $250-400 (estimated)

. ) Enhanced 90%+
Medium-Risk standard 10-14 days $125-200 (estimated)

. Core + 85%+
Lower-Risk automation 7-10 days $65-100 (estimated)

*Detection rate estimates reflect optimal implementation of multiple verification layers with current
technology (2025). Rates may vary based on fraud sophistication, implementation quality, and

continuous program updates. No verification system can guarantee 100% detection.

Consult with legal counsel and background screening experts to
determine appropriate verification levels for your organization’s
specific risk profile and compliance requirements.
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LEGAL AND COMPLIANCE
CONSIDERATIONS

REGULATORY LANDSCAPE ADVISORY

Important Note on Evolving Legal Requirements: The regulatory
framework governing Al-powered employment screening, biometric
data collection, and identity verification is rapidly evolving. Federal
agencies including the EEOC, FTC, and DOJ are actively developing
guidance on Al in employment. State legislatures continue to introduce
and pass new privacy, biometric, and Al-specific employment laws.

The information in this section reflects the legal landscape as of early
2025 and should not be considered current legal advice. Federal and
state requirements may have changed since publication. Court
interpretations of existing laws continue to develop, particularly
regarding:

Application of FCRA to Al-powered screening tools
EEO implications of algorithmic decision-making
Biometric privacy law enforcement and interpretation
Cross-jurisdictional data transfer requirements

Al transparency and explainability mandates
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Before implementing any enhanced verification procedures described
in this whitepaper, organizations must consult with qualified
employment law counsel familiar with current requirements in all
jurisdictions where they operate. Regular legal compliance reviews
are essential as this area of law continues to develop rapidly.

REGULATORY FRAMEWORK FOR ENHANCED VERIFICATION

Enhanced screening for deepfake detection operates within existing
employment law frameworks while raising novel compliance questions.
HR professionals must navigate requirements carefully to avoid legal
exposure while implementing protective measures.

Fair Credit Reporting Act (FCRA) Compliance governs third-party
background screening, requiring specific disclosures, authorization, and
adverse action procedures. Enhanced verification including Al-powered
document analysis, biometric verification, and digital footprint analysis
falls under FCRA jurisdiction when conducted by third-party consumer
reporting agencies.”

Organizations should provide clear disclosure that background
screening will occur, obtain written authorization before conducting
checks, and follow adverse action procedures if verification concerns
lead to negative employment decisions. Specific FCRA obligations
depend on the nature of the screening relationship and services used—
consult with legal counsel to ensure compliance.

The Federal Trade Commission has provided guidance confirming that

Al-powered screening tools constitute ‘consumer reports” when used for
employment decisions.®
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Compliance Reminder: FCRA requirements are complex and subject to
interpretation. The information provided here is educational only.
Organizations should work with qualified employment law attorneys to
develop compliant background screening procedures specific to their
operations and jurisdictions.

Equal Employment Opportunity (EEO) Considerations require that
verification procedures don't create disparate impact on protected
classes. Employment law enforcement agencies have issued guidance
on Al in employment, emphasizing that automated tools must be
validated for bias and monitored for discriminatory outcomes.

Particular concern exists around biometric systems that historically
showed accuracy variations across demographic groups. Organizations
should use systems independently tested for demographic parity and
monitor outcomes for adverse impact patterns. Legal counsel and EEO
compliance specialists can help determine appropriate validation and
monitoring practices for Al-powered screening tools.

Legal Guidance Required: EEO compliance in the context of Al-powered
screening tools is an evolving area of law. Federal and state
enforcement priorities change regularly. Employers should obtain
current legal guidance before implementing Al-based verification
systems and conduct regular compliance audits.

State-Specific Privacy and Biometric Laws create a complex
patchwork of requirements. lllinois’ Biometric Information Privacy Act
(BIPA), Texas' biometric privacy statute, California’s Consumer Privacy
Act (CCPA), and similar laws in Washington, New York, and other states
impose specific consent, disclosure, and data handling requirements.’
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Organizations should provide detailed notice about what biometric data
is collected, how it will be used, how long it will be retained, and obtain
explicit written consent before collection. Specific requirements vary
significantly by jurisdiction. Legal counsel should review your biometric
data practices for compliance with applicable state and local laws.

Verification processes must accommodate candidates’ rights to access
collected data and request deletion.

Jurisdictional Complexity Note: Biometric privacy laws vary
significantly by state and are subject to frequent updates and
amendments. This whitepaper provides general information only.
Organizations operating in multiple states should consult with legal
counsel familiar with each jurisdiction’s specific requirements before
collecting or processing biometric data.

Immigration and Work Authorization verification under Form I-9
requirements allows specific document examination but prohibits overly
restrictive requirements that might discriminate based on national
origin or citizenship status. Enhanced document verification must not
impose different standards on candidates based on citizenship status.?

The Department of Homeland Security has clarified that while employers
may use technology to verify document authenticity, they cannot
require specific verification methods only from certain candidate groups
or refuse legitimate documents because they're more difficult to verify.
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DATA PROTECTION AND PRIVACY REQUIREMENTS

Enhanced verification collects more sensitive data than traditional
processes, creating heightened privacy obligations:

030

Collection Limitation: Organizations should collect only data
necessary for legitimate verification purposes, consistent with
applicable privacy laws and regulations.

Consent and Notice: Organizations should provide specific notice
about what data will be collected through enhanced verification,
how it will be analyzed, and obtain explicit consent where required by
applicable law. Generic background check authorizations may not
suffice for biometric collection or Al analysis.

Data Security: Organizations should implement appropriate
technical and administrative safeguards protecting collected
biometric data, identity documents, and analysis results, consistent
with applicable data security laws and industry standards. This
sensitive information requires encryption, access controls, and
incident response protocols.

Retention Limitations: Organizations should establish and follow
specific retention schedules. Several state laws may require deletion
of biometric data within specific timeframes after the verification
purpose is completed. Legal counsel should advise on applicable
retention requirements. Document retention policies must address
these requirements.

Third-Party Vendor Management: Organizations should ensure
screening vendors maintain appropriate data protection, comply
with applicable regulations, and provide contractual commitments
regarding data handling. Legal and procurement teams should
review vendor contracts for adequate protection and compliance
provisions. Vendor contracts should specify data ownership, deletion
obligations, and liability allocation.
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Privacy Law Disclaimer: Data protection and privacy requirements
continue to evolve at federal, state, and international levels. The
practices described here reflect general principles as of 2025 but should
not substitute for current legal advice tailored to your organization’s
specific data handling practices and geographic scope of operations.

MANAGING FALSE POSITIVES AND DISPUTED RESULTS

Enhanced verification will inevitably generate false positives—legitimate
candidates flagged as potential fraud risks due to technological
limitations or unusual circumstances. Managing these situations
requires careful protocols.

Establish Clear Review Procedures where human experts evaluate
flagged applications before adverse decisions. Organizations should
develop review protocols consistent with FCRA requirements and their
specific risk tolerance. Automated screening identifies concerns, but
experienced professionals should make final determinations.

Provide Dispute Mechanisms allowing candidates to challenge
verification concerns, submit additional documentation, or request
alternative verification methods. The FCRA requires adverse action
procedures including the opportunity to dispute information when
consumer reports are used. Legal counsel should ensure your dispute
procedures meet all applicable requirements.

Document Decision-Making thoroughly. When verification raises
concerns but isn't definitive, organizations should document what
information raised concerns, what additional verification was
attempted, who made the decision, and the reasoning. Consult with
legal counsel to ensure documentation practices support compliance
and defensibility. This documentation provides essential protection in
potential litigation.
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Consider Alternative Verification Methods for edge cases. When
standard verification proves difficult due to unusual circumstances
(international credentials, employment at defunct companies, legal
name changes), develop alternative approaches providing equivalent

assurance through different means.

Process Design Guidance: While this whitepaper offers procedural
recommendations for managing disputed verification results, each
organization must develop processes appropriate to its specific
circumstances and legal obligations. Consult with employment law
counsel to ensure your dispute resolution procedures comply with FCRA

adverse action requirements and other applicable laws.

TABLE 5: KEY LEGAL REQUIREMENTS BY JURISDICTION

Jurisdiction Biometric Disclosure Data Private Right
Consent Requirements Retention of Action
. Written Detailed
llinois (BIPA) . ) ) 3 years max Yes
required written policy
California Opt-in Comprehensi On-request _
. . . Limited
(ccpra) required ve notice deletion
Informed Purpose Reasonable
Texas . . No
consent notice period
No (FTC
Federal Authorization Clear 5 years enforc(ement
(FCRA) disclosure y )
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IMPLEMENTATION
FRAMEWORK FOR HR TEAMS

BUILDING YOUR IMPLEMENTATION ROADMAP

Transitioning from traditional background screening to deepfake-
resistant verification requires structured implementation addressing
technology, process, training, and change management.

Phase 1: Assessment and Planning (Weeks 1-4)

Begin by conducting a comprehensive risk assessment examining your
organization’s vulnerability to deepfake fraud. Consider factors
including:

e Industry sector and associated threat profile

 Role types and associated access/authority levels

e Historical security incidents and near-misses

e Current verification process strengths and gaps

e Regulatory requirements and compliance obligations

e Competitive recruitment dynamics and time-to-hire pressures

Engage stakeholders across HR, security, legal, IT, and business
leadership to build shared understanding and commitment. Executive
sponsorship proves critical for budget allocation and organizational
adoption.
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Document current state screening processes in detail, identifying
specific enhancement opportunities. Map candidate journey
touchpoints where verification elements will be added, assessing
impact on timeline and experience.

Research and evaluate technology vendors offering relevant
capabilities. Request demonstrations, pilot programs, and reference
customers in similar industries. Evaluate not only technical capabilities
but also implementation support, integration flexibility, and long-term
viability.

Develop business case documentation quantifying risk reduction, cost-
benefit analysis, and implementation requirements.

Phase 2: Vendor Selection and Integration (Weeks 5-10)

Select vendors based on capability fit, integration requirements, pricing
structure, and partnership quality. Avoid single-vendor dependency by
ensuring interoperability and maintaining optionality.

Many organizations adopt integrated platforms for core verification
combined with specialized tools for specific capabilities like document
forensics or video analysis. This hybrid approach balances convenience
with best-of-breed capabilities.

Negotiate contracts carefully addressing:

e Service level agreements and performance guarantees

e Data ownership and portability provisions

e Compliance responsibilities and liability allocation

e Pricing structure including volume tiers and overage costs
e Integration support and technical assistance

e Training and change management resources
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Begin technical integration with applicant tracking systems, HRIS
platforms, and video interviewing tools. Plan for 4-8 weeks of integration
work depending on technical complexity and existing system
architecture.

Conduct thorough testing using realistic scenarios and diverse
candidate profiles. Verify that systems perform accurately across
demographic groups and identify any necessary tuning or adjustment.

Phase 3: Policy and Process Development (Weeks 8-12)

Develop comprehensive policies addressing enhanced verification
procedures, data handling, privacy protection, and candidate rights.
Policies should cover:

e Scope and applicability (which positions, locations, candidate types)
e Specific verification elements and procedures

e Candidate notification and consent processes

e Data collection, use, retention, and deletion practices

e Dispute and appeals mechanisms

e Roles and responsibilities

e Quality assurance and monitoring requirements

Create detailed process documentation including workflows, decision

trees, and standard operating procedures for HR staff. Documentation
should address both routine cases and exception handling for unusual
situations.

Develop candidate-facing materials explaining enhanced verification
including FAQs, consent forms, and process guides. Clear
communication reduces candidate anxiety and improves completion
rates.
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Update job postings and application materials to set expectations
about verification requirements from the beginning. Transparency
prevents surprises later in the process.

Conduct legal review ensuring all policies, processes, and
communications comply with applicable federal, state, and local
requirements. Obtain formal legal sign-off before implementation.

Phase 4: Training and Change Management (Weeks 10-14)

Develop comprehensive training programs for different stakeholder
groups:

Recruiting Staff need practical training on executing enhanced
verification procedures, interpreting results, managing candidate
communications, and handling exceptions. Training should include:

e Technology platform operations
Deepfake red flag recognition
Candidate experience management
Privacy and compliance requirements
Documentation standards

Hiring Managers require awareness-level training on why changes are
occurring, how verification processes have changed, and what new
requirements affect them. Focus on timeline implications and
collaboration expectations.

Interviewers need training on recognizing potential deepfake indicators
during video interviews without becoming paranoid or creating
awkward interactions. Teach subtle observation techniques and
documentation practices.
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Conduct training through multiple modalities including live sessions,
recorded modules, written guides, and hands-on practice exercises.
Plan for 4-8 hours of training for recruiting staff and 1-2 hours for other
stakeholders.

Implement change management practices addressing natural
resistance and anxiety. Acknowledge that enhanced verification creates
additional work and complexity while reinforcing why changes are
necessary.

Phase 5: Pilot Implementation (Weeks 15-20)

Launch enhanced verification with a limited pilot group before full
deployment. Pilot with selected positions or business units allowing
controlled rollout while identifying issues.

During the pilot phase:

e Process 50-100 candidates through enhanced verification

e Closely monitor every case for issues and inefficiencies

e Gather feedback from candidates, recruiters, and hiring managers

e Track key metrics including time-to-hire, candidate completion
rates, and detection effectiveness

e Document lessons learned and necessary adjustments

Conduct weekly reviews during the pilot phase assessing progress,
identifying issues, and implementing rapid improvements. Use pilot
experiences to refine processes, update training, and adjust technology
configurations.

Celebrate early wins while addressing problems transparently. Share

pilot results with the broader organization building confidence for full
rollout.

037 © 2025 GCheck. All rights reserved.



+J CHECK

Phase 6: Full Deployment and Optimization (Weeks 21+)

Following a successful pilot, deploy enhanced verification across full
recruitment operations using phased rollout by region, business unit, or
position type based on what makes sense for your organization.

Implement robust monitoring tracking key performance indicators:

e Fraud detection rates (suspected cases flagged)

e False positive rates (legitimate candidates incorrectly flagged)

e Candidate completion rates (percentage completing verification)
e Time-to-hire impact (days added to recruitment cycle)

e Cost per hire impact (incremental screening costs)

e Candidate satisfaction scores

e Quality of hire metrics for positions using enhanced verification

Establish continuous improvement processes including:

e Quarterly review of detection effectiveness

e Regular vendor performance evaluation

e Ongoing training refreshers and updates

e Technology capability assessments

e Compliance audit and validation

e Feedback collection from recruiters and candidates

Plan for 6-12 months to reach steady-state operation where enhanced

verification becomes routine business practice fully integrated into
organizational culture and systems.
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RESOURCE REQUIREMENTS AND BUDGET PLANNING

Organizations should anticipate the following resource requirements for
implementation:

Technology Costs:
e Platform licensing: $15,000-75,000 annually depending on volume
e Integration services: $10,000-50,000 one-time
e Per-check costs: $65-400 per candidate depending on role risk level
e Ongoing support and maintenance: 15-20% of licensing costs
annually

Internal Labor:
e Project management: 0.5 FTE for 6 months
HR process design: 0.3 FTE for 4 months
Technical integration: 0.4 FTE for 3 months
Training development and delivery: 0.2 FTE for 4 months
Change management: 0.2 FTE for 6 months

External Services:
e Legal review and compliance: $15,000-40,000
e Change management consulting: $20,000-60,000 (optional)
e Training development: $10,000-30,000 (optional)

Ongoing Operations:
e Incremental recruiter time: 2-4 hours per requisition
e Specialized verification review: 0.5-1.0 FTE depending on volume
e Program management: 0.2-0.3 FTE ongoing

Total first-year investment typically ranges from $150,000-500,000 for

mid-size organizations (500-5,000 employees) depending on hiring
volume, role risk profile, and implementation approach.
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FUTURE-PROOFING YOUR
SCREENING PROGRAM

EMERGING THREATS ON THE HORIZON

The deepfake threat landscape continues evolving at an extraordinary
pace. Understanding emerging capabilities helps organizations
anticipate future challenges and build adaptable defenses.

Multimodal Al Integration represents the next frontier where fraudsters
orchestrate sophisticated attacks combining fake documents, synthetic
identities, manipulated videos, and Al-assisted interview responses in
coordinated schemes. These integrated approaches defeat point
solutions focused on single verification elements.

Research demonstrates that multimodal deepfake systems—where
visual, audio, and textual elements are generated in coordination—
create substantially more convincing deceptions than single-modality
approaches. The National Institute of Standards and Technology's Al Risk
Management Framework provides guidance on managing these
emerging risks.? Detection requires similarly integrated analysis
examining consistency across multiple data types simultaneously.

Real-Time Al Assistance during interviews allows candidates to receive
Al-generated responses to interview questions, access information
databases, or even have Al systems take technical assessments. Tools
marketed as interview assistance enable sophisticated deception.
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These tools analyze interview questions in real-time, generate
appropriate responses drawing on vast knowledge bases, and even
modulate delivery for authenticity. Detecting Al-assisted candidates
requires interview techniques specifically designed to identify this
assistance.

Deepfake Detection Arms Race continues as generative Al creators
specifically train systems to defeat detection tools. Each detection
advancement prompts countermeasures, creating ongoing
technological competition. Organizations must commit to continuous
capability updates rather than assuming one-time implementation
suffices.

BUILDING ADAPTIVE VERIFICATION SYSTEMS

Future-proof screening programs embrace several key principles:

Technology Agnosticism avoids over-dependence on specific vendors
or solutions. Build verification frameworks around capabilities rather
than particular products, maintaining flexibility to swap tools as better
options emerge.

Use APIs and integration standards allowing component replacement
without complete system overhauls. Negotiate contracts including exit
provisions and data portability ensuring you're not locked into
deteriorating solutions.

Continuous Learning and Adaptation treats verification as an ongoing
improvement process rather than static implementation. Establish
quarterly technology reviews assessing new capabilities, emerging
threats, and performance data.
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Designate specific responsibility for threat monitoring—assign someone
to track industry developments, attend security conferences, participate
in information sharing organizations, and maintain awareness of
evolving fraud techniques.

Human-Al Collaboration balances automated efficiency with human
judgment. Al tools excel at processing large data volumes and
identifying subtle patterns but struggle with contextual interpretation
and novel situations. Design processes where Al flags concerns and
humans make final decisions.

Invest in developing HR team capabilities around fraud detection, digital
literacy, and Al technology understanding. The most effective programs
combine sophisticated technology with trained professionals who
understand both capabilities and limitations.

Privacy-Preserving Verification increasingly matters as regulatory
requirements strengthen and candidate expectations evolve. Explore
verification methods providing adequate assurance while minimizing
data collection.

Technologies like zero-knowledge proofs and privacy-enhancing
techniques enable verification without exposing unnecessary personal
information. While early-stage for employment screening, these
approaches represent important future directions.

Industry Collaboration strengthens collective defenses. Organizations
sharing threat intelligence, fraud patterns, and detection techniques
help the broader community adapt faster than individual companies
can alone.
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Participate in industry associations, join information sharing groups
focused on employment fraud, and contribute anonymized data to
collective threat databases. Your fraud detection helps others while their
insights strengthen your defenses.

BUILDING ADAPTIVE VERIFICATION SYSTEMS

Based on technology trajectories and threat evolution, organizations
should prioritize specific capability investments:

2026-2027 Priorities:

Enhanced biometric verification with improved liveness detection
Integrated document forensics with Al-powered analysis
Multi-factor identity verification combining multiple validation
methods

Comprehensive staff training on deepfake detection

Vendor diversity avoiding single-source dependency

2027-2028 Priorities:

Blockchain credential adoption for primary verification
Behavioral biometrics analyzing candidate interaction patterns
Advanced interview analysis detecting Al assistance
Continuous verification extending beyond pre-hire
Privacy-enhancing verification technologies

2028-2029 Priorities:
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Next-generation cryptography for credential systems

Federated identity verification reducing redundant screening
Al-powered risk adaptive screening tailoring verification to specific
indicators

Industry collaborative threat intelligence platforms

Predictive fraud detection using pattern recognition

© 2025 GCheck. All rights reserved.



A5

CHECK

METRICS FOR MEASURING PROGRAM EFFECTIVENESS

Effective verification programs require disciplined measurement
demonstrating value and identifying improvement opportunities:

Primary Effectiveness Metrics:

Fraud Detection Rate: Percentage of fraudulent applications
identified before hire

False Positive Rate: Percentage of legitimate candidates incorrectly
flagged

Detection Confidence Score: Average confidence level in verification
decisions

Time to Detection: How quickly fraud is identified in the screening
process

Operational Efficiency Metrics:

Average Time-to-Hire: Days from application to offer including
verification

Verification Completion Rate: Percentage of candidates completing
requirements

Cost per Hire: Total screening costs per successful hire

Recruiter Time per Requisition: Hours spent managing verification
process

Quality and Risk Metrics:
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Quality of Hire Scores: Performance ratings of employees hired under
the new process

First-Year Turnover Rate: Separation rates suggesting hiring mistakes
Security Incidents: Employment-related security events per 1,000
hires

Regulatory Findings: Compliance issues identified in audits
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Candidate Experience Metrics:

e Candidate Satisfaction Scores: Survey results from applicant
experience

e Offer Acceptance Rate: Percentage accepting offers after enhanced
verification

e Withdrawal Rate: Candidates abandoning applications during
verification

e Net Promoter Score: Would candidates recommend your application
process

PREPARING FOR REGULATORY EVOLUTION

Employment verification regulation continues evolving as legislators and
agencies grapple with Al implications. Organizations should anticipate
and prepare for likely regulatory developments:

Enhanced Biometric Regulation: More states will likely adopt biometric
privacy laws similar to lllinois BIPA. Prepare by implementing robust
consent processes, limited retention policies, and strong data security
now—even if not currently required.

Al-Specific Employment Screening Rules: Federal and state agencies
increasingly focus on Al in employment. Regulatory bodies will likely
issue more specific guidance on Al-powered screening requirements.
Monitor regulatory developments and participate in comment
processes.

International Data Transfer Restrictions: Global hiring and verification
increasingly face cross-border data transfer restrictions. EU GDPR, UK
data protection law, and similar frameworks in other countries create
complex requirements. Build verification processes accommodating
varied jurisdictional requirements.
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Transparency and Explainability Mandates: Expect increasing
requirements to explain algorithmic decision-making to candidates.
Ensure vendors can provide transparent explanations of how their Al
systems reach conclusions and maintain detailed documentation of
verification logic.

Industry-Specific Requirements: Regulated industries like healthcare,
finance, and government contracting may face specific verification
mandates. Monitor sector-specific regulatory bodies for emerging
requirements affecting your organization.

Regulatory Monitoring Recommendation: Given the rapid pace of
regulatory change in this areq, organizations should establish a formal
process for monitoring legal developments, including:

e Subscribing to federal agency guidance updates (EEOC, FTC, DOJ,
NIST)

e Monitoring state legislative developments in operating jurisdictions

e Participating in industry associations that track employment law
changes

e Scheduling quarterly legal compliance reviews with employment
counsel

e Maintaining relationships with background screening vendors who
provide regulatory updates

This whitepaper’s legal guidance should be revalidated with current

counsel at least annually, or more frequently if operating in
jurisdictions with active Al or privacy legislation.
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CONCLUSION AND
RECOMMENDED ACTIONS

THE IMPERATIVE FOR ACTION

Deepfake technology has fundamentally altered the employment
landscape. Traditional background screening—sufficient for decades—
no longer provides adequate protection against sophisticated, Al-
powered fraud. Organizations continuing to rely on conventional
verification methods face substantial risk of hiring fraudulent
candidates with potentially catastrophic consequences.

The evidence is compelling: deepfake employment fraud has increased
dramatically in recent years, with incident costs reaching six figures
when considering all impacts. Organizations implementing enhanced
verification substantially reduce fraud-related hiring mistakes. The
question is no longer whether to enhance screening but how quickly and
comprehensively to act.

Yet the response requires balance. Enhanced verification must not
create such friction that quality candidates abandon applications or
time-to-hire extends beyond competitive requirements. The most
effective programs thoughtfully integrate technology, process, and
human judgment—using sophisticated tools while maintaining positive
candidate experiences.
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IMMEDIATE ACTION STEPS FOR HR LEADERS

Organizations should begin enhancing verification capabilities
immediately following this roadmap:

Within 30 Days:

1.Conduct a risk assessment evaluating your organization’s
vulnerability to deepfake fraud based on industry, role types, and
historical security incidents.

2.Engage executive leadership building awareness of deepfake
threats and securing commitment for enhanced verification
investment.

3.Audit current screening processes identifying specific gaps where
deepfake fraud could succeed undetected.

4.Research technology solutions focusing on document forensics,
biometric verification, and video interview analysis capabilities.

5.Review legal compliance ensuring understanding of FCRA, EEO,
biometric privacy, and relevant requirements in your operating
jurisdictions.

Within 90 Days:

1.Select and contract vendors providing core enhanced verification
capabilities aligned with your risk profile and operational
requirements.

2.Begin technology integration connecting verification tools with
applicant tracking systems and HRIS platforms.

3.Develop enhanced policies and procedures governing deepfake-
resistant verification including data handling and candidate rights.

4.Create training programs preparing recruiting staff, hiring
managers, and interviewers for new verification approaches.

5.Design a pilot program selecting specific positions or business units
for initial enhanced verification deployment.

048 © 2025 GCheck. All rights reserved.



+jCHECK

Within 6 Months:

1.Complete pilot implementation processing 50-100 candidates
through enhanced verification and evaluating results.

2.Refine based on lessons learned adjusting processes, technology
configurations, and training based on pilot experiences.

3.Launch phased deployment rolling out enhanced verification
systematically across recruitment operations.

4.Establish monitoring and metrics tracking fraud detection
effectiveness, operational efficiency, and candidate experience.

5.Build a continuous improvement process ensuring ongoing
adaptation as threats evolve and technology advances.

THE PATH FORWARD

Most organizations lack internal expertise to build comprehensive
deepfake-resistant verification independently. Partnering with
experienced screening providers offers critical advantages.

Look for partners providing:

e Comprehensive capabilities integrating multiple verification layers
rather than point solutions

e Advanced technology including Al-powered document forensics,
biometric verification, and behavioral analysis

e Deep compliance expertise navigating complex regulatory
requirements across jurisdictions

e Integration flexibility connecting smoothly with your existing HR
technology ecosystem

e Transparent operations explaining how verification works and
providing clear results interpretation

e Continuous innovation regularly updating capabilities as threats
evolve
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e Industry experience understanding your sector's specific challenges
and requirements

e Exceptional service supporting implementation and providing
ongoing partnership

CHOOSING THE RIGHT PARTNER

The deepfake revolution in employment fraud represents a watershed
moment for HR professionals. The comfortable assumptions underlying
traditional screening no longer hold. Candidates cannot be taken at
face value. Documents cannot be trusted without verification. Video
interviews may not show the actual candidate.

This reality demands significant operational changes, technology
investments, and process enhancements. It requires developing new
skills, adopting sophisticated tools, and embracing continuous
adaptation as threats evolve.

Yet organizations meeting this challenge gain substantial competitive
advantages. Enhanced verification protects against catastrophic hiring
mistakes while demonstrating a commitment to security that reassures
customers, partners, and employees. It builds organizational resilience
against broader Al-powered threats extending beyond hiring.

The transition will not be easy. It will require investment, change
management, and persistent effort. But the alternative—continuing with
inadequate verification while threats intensify—presents unacceptable
risk.

The time for action is now. The tools exist. The frameworks are
established. The business case is clear. What remains is organizational
commitment to implement enhanced verification comprehensively and
persistently.
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Your hiring process stands at a crossroads. One path maintains familiar
approaches despite mounting evidence of inadequacy. The other

embraces sophisticated verification matching the sophistication of
modern threats.

Which path will you choose?
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ABOUT GCGHECK

GCheck is a leading provider of employment background screening
services, committed to delivering accurate, compliant, and actionable
information to help employers make informed hiring decisions.

OUR SERVICES

Criminal Background Checks: County, state, and federal searches;
clear disposition reporting and explanations; direct courthouse research.

Additional Screening Services: Employment and education verification,
motor vehicle records, professional license verification, drug screening
coordination, continuous monitoring programs.

WHY CHOOSE GCHECK?

v Plain-language disposition reporting
v Expert compliance support team

v Modern technology platform

v FCRA-compliant processes

v Fast, accurate turnaround times

CONTACT GCHECK

Visit www.gcheck.com, email hello@gcheck.com or
call 844-GCHECK-4 to speak with a screening specialist.
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