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Vetting and Screening: how far should you go? 

You’ve done all the interviews, spoken with colleagues, agonised over teams, personalities, 

potential and development, and finally picked the one who has accepted your offer. What 

next? Well you could do the ‘old fashioned’ thing and ask them for a couple of references 

(which you may or may not take up), or you can undertake full pre-employment vetting and 

screening. 

With the internet and easy access to information – which you can find yourself or engage a 

‘vetting’ company to do for you – it is quite simple to thoroughly check an individual is who 

they say they are and has done what they say they have done. And much more besides, 

which is where the problem can lie. 

Why check a potential employee anyway? For the security, reputation and financial standing 

of your business. At the end of the day you may have met the candidate for two to three hours 

at best and taken on trust everything they have said and written about themselves. You would 

check thoroughly a potential customer that wanted a £million credit line so why not an 

employee that could cost you that and more? 

So what can you check? 

• Criminal record/history  

• Identity  

• Credit/financial history  

• Validation – Directorships, DVLA, media and social media for ‘online’ presence  

• Education history and qualifications  

• Membership of Associations and Institutes  

• Employment history – dates, positions, responsibilities 

But should you check all of this? The jury is out on whether what you get up to in your private 

time is relevant to your job: cases can be found where job offers have been withdrawn 

because of comments, opinions and photos found on a candidates’ social sites. Many 

employers today do not give references, only confirming that an individual has worked there 

and for how long, so how do you check their history?  

For the relatively small sums charged by vetting agencies it looks to be worth it… 


