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  Executive summary 
 

This e-book contains expert insights from Reed 
Screening into the technologies and innovations 
driving change within the recruitment and 
screening sector.  

The COVID-19 pandemic has acted as a catalyst for a number 
of new technologies, particularly relating to digital identity 
verification. As well as changing the way employers verify that 
new hires have the right to work in the UK, digital identity 
verification has the potential to standardise other aspects of 
the recruitment process, making hiring fairer and safer.  

Recruiters are also increasingly taking stock of their hiring 
processes to ensure that they treat applicants fairly and 
inclusively. By standardising recruitment processes and 
thoroughly checking these for implicit bias, employers can 
ensure that they’re not missing potentially strong candidates 
– and that they’re not falling foul of discrimination rules. 

Automation is an obvious priority to improve standardisation 
and consistency in the hiring process whilst improving 
efficiency and reducing costs. Artificial intelligence is 
increasingly becoming part of recruiters’ toolkits, but this 
must be handled carefully to avoid potential issues, with some 
organisations calling for increased regulation to avoid 
situations where employees are hired and fired by machine, 
with no human review process. 
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Trend 1:  
Digital identity 
verification  
 

Employers have a legal responsibility to 
ensure that every employee they 
recruit has the right to work in the UK.  

Pre-COVID, this process required employers to 
verify the identifies of new hires face-to-face, 
with employees presenting hard copies of 
identification documents to prove their right to 
work. However, remote working made this 
impossible, and the Home Office introduced 
temporary regulations allowing right to work 
checks to be conducted remotely. 
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Why is digital identity 
verification better? 

 

Digital identity verification’s key benefit through 
the COVID-19 pandemic has been the ability to 
screen new employees remotely, with no need for 
face-to-face meetings or the sharing of physical 
documents. 

 

However, there are other benefits to conducting identity and 
right to work checks digitally. 

Digital processes are more efficient, allowing checks to be 
conducted more quickly and reducing the strain on 
businesses of ensuring compliance.  

Facial recognition technology can also make it easier for staff 
members to accurately verify that a new employee’s photo ID 
belongs to the employee in question, reducing the risk to 
employers of illegal hiring or fraud.  
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The future of digital identity verification 
 

On 27th December the Home Office announced the changes in right-to-
work legislation that will allow digital technologies to be used remotely for 
identity verification. 

 
At Reed Screening, we campaigned hard to bring this change about both through our role 
on the ECHO Home Office committee and our position in industry, and we welcome the 
decision to make digital identity verification a permanent change.  

While we’re still awaiting confirmation of the process and requirements for certification, 
we’re confident that digital identity verification has the potential to significantly streamline 
the pre-employment screening process, improving efficiency and reducing risk to 
employers. There’s potential to expand digital identity verification to cover a wide range 
of other checks, including: 

 

 
REFERENCING 

There’s currently no real standardisation 
in the process of referencing in the UK, 
and we believe that incorporating this 
into a standard digital identity would 
provide benefits to employers, 
candidates and recruiters alike.  

By adopting a standardised referencing 
system, it would be possible to ensure 
that references are genuine and from 
legitimate sources, and to improve the 
quality of referencing across the board. 

A digital system would also mean that 
previous employers would only be 
required to complete a reference once 
and allowing references to be visible to 
future employers for a set number of 
years.  

  

 

 

QUALIFICATIONS AND PROFESSIONAL 
REGISTRATIONS 

Verification of qualifications is a 
challenge for employers, given the 
complexity of qualifications frameworks 
across universities, colleges and private 
sector training providers.  

There is a lot of work being done to 
digitise this process, including exploring 
blockchain and ledger-based technology, 
and some higher education providers 
including Melbourne University have 
already begun using blockchain to create 
permanent digital certificates that can be 
verified online. 

Here in the UK, the aim is to build an 
online platform that students can use for 
free to update their qualifications, 
whether they be higher education, 
apprenticeships or qualifications from 
industry bodies.  
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Awarding bodies can then certify these 
qualifications once, and any future 
employer can use the platform to check 
and verify any of these qualifications.  

The government in France has taken the 
lead on this, and has launched an online 
site for validating degree qualifications. 

 

CRIMINAL RECORDS CHECKS 

A recently-discovered loophole in the 
criminal record background screening 
system is thought to be making it easier 
for job applicants to hide their previous 
convictions. By changing their name via 
deed poll, previous offences do not show 
up on new DBS checks, making it possible 
for dangerous individuals to apply for 
work with a clean police check. 

The Better Hiring Institute, of which our 
director is Chair, launched in April 2021, is 
a not-for-profit social enterprise driving 
the growth of a modern, agile UK labour 
market. 

According to the Better Hiring Institute, 
1500 convicted sex offenders have been 
able to change their name using this 
loophole, with 1000 worryingly 
disappearing after having done so. The 
BHI is currently involved in advising the 
UK government on ways to close this 
loophole, with one potential solution 
being the use of digital identity. 

Should the use of digital identity become 
the new norm when it comes to applying 
for work, criminal history and legal name 
changes would need to become part of 
the digital identity.  

 

 

 

 

This would make it easier to track 
offenders, with their full history being tied 
to them as an individual as opposed to their 
legal name. 

This of course would raise issues with 
regards to confidentiality and the security 
of this sensitive information, so the digital 
identity system will need to be fully 
considered from a digital encryption and 
protection point of view. 
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Trend 2: Artificial 
intelligence in the 
recruitment 
process 
 

Process automation is a priority for a 
range of industries and sectors, and 
recruitment is no exception. 

Achieving greater efficiency by standardising 
and automating manual processes not only 
increases productivity and profitability, but frees 
up resources to focus on more complex tasks. 
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Benefits of AI in recruitment 

 

Increasingly, recruiters are adopting technology which uses machine 
learning to automate simple tasks. While this has the potential to deliver 
significant benefits, there is some controversy over the use of artificial 
intelligence in recruitment. 

BENEFITS OF AI IN RECRUITMENT 

Artificial intelligence is increasingly used 
to automate repetitive recruitment tasks. 
For example, a machine learning 
algorithm can be trained to scan 
applications and score them based on 
their relevance to a specific role, filtering 
out those who lack the required skills and 
experience.  

A recent survey estimates that 75-88% of 
the CV’s businesses receive show 
candidates to be unqualified, and that the 
initial screening process to remove these 
take an estimated 23 hours of a 
recruiter’s time for a single hire. AI can 
also help to eliminate unconscious bias 
from the recruitment process, applying a 
consistent approach to every application. 

THE LIMITATIONS OF AI 

Machine learning systems can complete 
simple, repetitive tasks much faster than 
human beings, but they are not without 
their limitations. Artificial intelligence is 
“trained” on a series of sample data, and 
learns to make its own decisions based 
on the input it receives.  

 

 

However, this means that the quality of 
results is highly dependent on the quality 
of the initial data set – if this data shows 
inherent bias, this bias will be replicated 
by the AI system.  

AI can also become unreliable when 
presented with complex or unexpected 
situations, and this could cause a machine 
learning application screening process to 
treat some candidates unfairly. For 
example, applicants with employment 
gaps, gig-based employment histories or 
non-standard experience might be 
screened out regardless of their 
suitability for a role.  

REGULATION OF AI 

In the UK, the Trades Union Congress has 
requested new legal protections to 
regulate the use of AI in recruitment. 
Arguing that “without fair rules, the use of 
AI at work could lead to widespread 
discrimination and unfair treatment”, the 
TUC have said that they want to prevent 
workers being hired and fired by an 
algorithm, and want a legal right to have a 
human review decisions made by AI 
algorithms.  
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Trend 3:  

Fairer and safer 
recruitment 
Many of the innovations appearing 
today are serving the drive for fairer 
and safer recruitment practices. 

Better hiring practices help make the job market  
a more inclusive and transparent place for 
candidates and employers alike.  
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Fairer and safer recruitment 
 

While technology is not a driving factor behind this trend, developing and 
implementing robust recruitment processes is. By reviewing processes to 
identify areas where implicit bias could creep in, and adapting approaches 
to eliminate this, recruiters in all industries can ensure that their hiring 
processes are fairer and more inclusive. 

PRESENTING CLEAR AND TRANSPARENT 
JOB REQUIREMENTS 

With fair and equal recruitment in mind, 
businesses are implementing processes 
to evaluate their job role requirements to 
ensure that they do not indirectly 
discriminate or exclude certain 
candidates. This includes looking closely 
at the language used in job descriptions, 
and scrutinising each requirement to 
protect against inadvertent bias against 
candidates based on protected 
characteristics, such as race, age, gender, 
sexual orientation, religion, or socio-
economic background.  

For example, saying “recent graduate” 
could imply that a certain age of 
candidate is expected, while changing 
this simply to “graduate” welcomes 
applications from prospective employees 
of all ages. 

As well as working to eradicate potentially 
discriminatory language within job 
descriptions, recruiters are also taking 
steps to be more proactively inclusive. 
This can mean including international 
equivalent qualifications within role 
requirements alongside the UK-based 
ones. 

 

STANDARDISATION OF THE RECRUITMENT 
PROCESS 

Currently, a lack of standardisation within 
the recruitment processes of different 
industries can result in poor practices. 
Variations in processes during the 
application review and interview process 
could lead to applicants being treated 
inconsistently, leaving employers open to 
claims of discrimination.  

In his role as Chair of The Better Hiring 
Institute, our director, Keith Rosser says  

“The BHI is currently in the process of 
creating expansive toolkits to help 
standardise the end-to-end hiring 
process across many different 
industries. The BHI are working on 
toolkits for the local authority and 
care sectors, with more coming soon.” 
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  PRE-EMPLOYMENT SCREENING 

Having clear guidelines on the screening 
process required for specific roles can 
help to create a smoother, more secure 
process. 

Referencing, credit checks and social 
media checks are all examples of 
background screening that could benefit 
from standardisation, for example by 
defining how many years of referencing 
are required for a low-risk role versus a 
higher risk position. 
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How can we help? 
 

Here at Reed Screening our aim is to build a world of work that’s safer for 
everyone involved. That’s why we are working with industry leaders, 
clients and the government to drive innovation, fairness and security 
within the UK labour market. 

With over 60 years of experience in recruitment, and over 9 years’ experience as 
screening specialists, Reed Screening is ideally placed to advise your business on the 
best way to ensure that new hires are a boost to your company’s performance, not a drag 
on your reputation. 

 

 

If you have any questions, or just fancy a chat about your pre-employment 
screening needs, don’t hesitate to get in touch: 

screening.enquir ies@reed.com 

0161 244 9066 

reedscreening.com 

 

 

RECRUITMENT AND 
SCREENING EXPERTS 

We have over 60 years’ 
experience in 
recruitment, and in 2019 
we screened over 
120,000 clients. Our 
service is built for scale, 
no matter how many 
candidates you’ll be 
welcoming on board.  

 

 

THE UK’S FASTEST 
SCREENING, 24/7 

Our 24-hour screening 
team of over 140 
employees is proud to 
provide the UK’s fastest 
pre-employment 
screening service, offering 
8-day turnaround across 
over 500,000 checks. 

 

BUILT AROUND YOUR 
CANDIDATES 

Candidate experience is 
at the heart of what we 
do. We deliver an 
efficient and flexible 
screening process that 
reflects your employer 
brand and integrates 
seamlessly with your 
recruitment process. 

 


