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VISION

Reinventinghow career records are shared acrossthe global market. Empowering
individuals, businesses and educational institutions through transformational
blockchaintechnology- public,open,trusted andself-sovereign.

Wecall it the Internet of Careers®.

Skillsshortage,acceleratedturnover, contingent workforce and gig economy drive
a volatileanddisruptivelabormarket. Yet,individualsandbusinessesstill rely on costly,
self reported and slow methods to exchange former employment, professional
achievementsand educationalcertificationsdata, that are key to most employment-
relatedprocesses.

As a matter of fact, todayΩs labor marketΩs tech infrastructure has more in common
with the outdatedpostalservicethan this generationΩsdigitalworld.

Theright to work, to free choiceof employment,is a basichumanright. We envisiona
world in which every person has accessto personalizedcareer and development
opportunitiesat the time it matters. Breadthof individualcareerdataandthe free flow
of it arekeyto personalizedguidanceandbetter opportunities.

Velocityis built to be the worldΩs network for verifiableand trusted careercredentials,
designedfor the digitalage.

ItΩs governedby a non-for-profit foundation,set out to put peoplebackin control and
buildagloballyaccessible,trustworthy Internetof Careers®.

ItΩs poweredby blockchain,makingit trusted, private andeffortlessfor people to take
ownershipon their careercredentials, choosewhether to sharethem,decidehow that
data is used by others, and in the future even sell it and earn income on that sale,
creating an economyaround the ownership and transfer of valuablecareer-related
data.

At the sametime, employersand educationvendorswill be able to rely on trusted,
immutable and verifiable employee and candidate data, seamlesslyand cost
effectively eliminating hiring risks, boosting productively, improving employee
experienceandachievingregulatorycompliance.



Confidential & Proprietary 4

VELOCITY NETWORKÊ
TOGETHER: BUILDING THE INTERNET OF CAREERS®

6 DATA IS KEY TO SUSTAIN LABOR MARKETSΩ EFFICIENCY

9 THE PROBLEM: THE LABOR MARKET DATA-SHARING ECOSYSTEM IS BROKEN

13 THE INTERNET OF CAREERS®

16 BLOCKCHAIN ARCHITECTURE

14 THE VELOCITY NETWORKϰ

18 GOVERNANCE: THE VELOCITY NETWORK FOUNDATION®

19 TOKEN MECHANICS TO DRIVE MOTIVATION OF ALL STAKEHOLDERS

22 REGULATORY COMPLIANCE

25 GETTING THE άNETWORK EFFECTέ FLYWHEEL ROTATED

26 AN INDUSTRY PLAY: EMBRACING THE CHANGE

27 CALL TO ACTION

5 EXECUTIVE SUMMARY 

17 AN OPEN-SOURCE PROJECT



Confidential & Proprietary 5

EXECUTIVE SUMMARY

CareerCredentialsDatais key to sustaininglabor marketsΩ
efficiencies and has enormous potential upside for
individualsand businesses. And, as Artificial Intelligence
solutions in HRdevelop,we expectto seeincrediblenew
opportunities to leveragecareer data, further increasing
its importanceandvalue.

Currently individualssharetheir resumewith prospective
employerswhenthey applyfor a job. In the bestcasethey
update their LinkedInprofile on major career events,so
we get a snapshoteverynow andthen of whatΩs goingon.
If we were to havea continuouslyupdatedpicture of the
individualΩs career records, the result would be a movie
rather than a setof discrete,staticpictures. Asa result,we
couldbeginto seea broadercontextandtrendsover time.
Datacouldbe usedin a richer and more meaningfulways
than today, guidingpeople as they developand manage
their careers.

Organizationshave made significant progress in their
ability to manage data regarding employees, but
individualsmay divide their time working for two or more
employers,take gig assignmentsand move between jobs
more frequentlythan before. In this environmentno single
employer has the holistic picture of an individual person
that is needed to drive personalizedsolutionsand drive
valuethroughanalyticsandAI.

To add to this complexity,as individuals'concernsabout
data privacy grow and new regulations such as GDPR
are introduced, it is reasonableto expect that we will
graduallyface a reality where employeesand alumni will
demand increasinglimitations on the processingof their
recordsby employers.

In fact,mostof the relevantcareerrelateddataneededfor
more effective analytics and AI is generated and held
outside the organization, scattered across multiple
platforms and service provider databases. However,
proprietary restrictionscanmakeaccessingsuchrich data
either difficult or prohibitively expensive,and this data is
mostlyself-reported,whichhasbeenwidely recognizedas
untrustworthy.

Thesetrends are a fundamental threat to the entire HR
Techindustry. If its valuepropositionto its usersis heavily
based on intelligent data processing,and this data is
mostly locked out of the enterprise, in a broken data-
sharing system, there is a real threat to the prevailing
visionof smartdatacollectionandprocessing.

Our vision for the future is to harnessdistributed ledger
technologyto build the Internetof Careers®.

TheVelocityNetworkϰis a blockchain-basedopen-source
verifiable credential exchangeutility layer with its basic
elementsand token mechanicsthat providesstandardized
communication protocols, governance,compliance and
payment rails, that enable trusted, private and secured
exchangeof career credentialsbetween individualsand
organizations.

This utility layer enables HR and Ed Tech vendors,
employment marketplaces and freelancer platforms,
staffing and recruiting providers, background and
assessmentprocessorsto offer their constituents the
ability to issue,share and verify career credentials,and
develop new added-value use cases and innovative
applications.

Individualscan now turn their career achievementsinto
digital credentials. verifiable, secured and truly global.
Ownthem,usethem to accessbetter opportunities.

At the sametime, employers,education institutions and
other interested parties will be able rely on trusted,
immutable,and verifiable applicant,candidate,employee
and student data, seamlessly and cost effectively
eliminating hiring risks, boosting productivity, improving
employee and student experience and achieving
regulatorycompliance.

The Velocity Networkϰ is governed by the Velocity
Foundation, a cooperative non-profit entity with its
mission being to promote and support the globally
accessible,trustworthy Internetof Careers®.
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DATA IS KEY TO SUSTAIN

LABOR MARKETSô EFFICIENCY

The data on people's career credentials: employment
history, education, experiences, skills, assessments,
compensation,assignments,trainings,certifications,etc, is
key to sustaining labor marketsΩefficiencies and has
enormouspotential upsidefor individualsand businesses.
AsArtificial Intelligencesolutionsin HRdevelop,we expect
to see even more incredible and new opportunities to
leveragecareerdata,further increasingits importanceand
value.

Currently individualssharetheir resumewith prospective
employerswhenthey applyfor a job. In the bestcasethey
update their LinkedInprofile on major career events,so
we get a snapshoteverynow andthen of whatΩs goingon.
If we were to havea continuouslyupdatedpicture of the
individualΩs career records, the result would be a movie
rather than a setof discrete,staticpictures. Asa result,we
couldbeginto seea broadercontextandtrendsover time.
Datacould be usedin a richer and more meaningfulway
than today, guidingpeople as they developand manage
their careers.

In 1978, JacFitz-Enz, Ph.D. publishedάThe Measurement
Imperativeέproposinga radical idea. In it, he proposed
that human resourceactivities, and their impact on the
bottom line, could be measured. This article triggered
debateandinterestby scholarsandspurredmoreresearch
into measuringHR. Dr. Fitz-EnzΩswork literally initiated the
beginning of data capturing and benchmarkingkey HR
activities, such as retention, staffing, compensation,and
competencydevelopment. Yet, it was quickly then found
that benchmarksalone could provide limited actionable
insight, and only provide a momentary comparisonof a
companyΩshumanresourceactivitiesto others.

A more advancedand comprehensiveuse of metrics was
later discoveredin 2002by the OaklandAthleticsbaseball
team. Their general manager Billy Beane was able to
assessplayers'valueandemploysabermetrics(playerdata
basedon extensiveanalysisof baseball)in the selectionof
players. Billyrealizedthat playerswith strongsabermetrics
correlated better to winning gamesversusplayers who
were strong in traditional metrics, like batting average.
Sabermetricsalso enabled the coach to form a winning
team utilizing data versus expensiverookie recruiting.
With Oakland Athletics' limited $41 million budget,

significantlylessthan competitorswith largerbudgets,he
was able to create a winning team - the result was
phenomenal.

Basedon OaklandAthletics successin sourcingwinning
athletes at lesscost, in 2003 Michael Lewisdevelopeda
path-breakingstrategyon metrics-basedselectionmodels,
known as the Moneyball concept¹. And later in 2009,
globalleaderGooglestartedProjectOxygento identify the
attributesof effectivemanagers.

GoogleΩs ProjectOxygenbecamegloballyrenown,whenin
2011, Googleshared the results, highlightingdata-based
findingsabout the perfectmanager. Soonthereafter, there
were a seriesof researchpublications,which highlighted
the benefitsof usinganalyticsin workforce management.
Amongstthem, a studyby PatrickandAuke² generating20
articles alone on the different aspects of workforce
analytics. What evolved at this stage, based on Project
Oxygenand subsequentresearch,was a dynamic shift
from traditional metrics-based HR measurements to
predictiveanalysis,whichwasa futuristicdevelopment.

It is clear that the potential upside is enormous. Most
companies'largestspendis on their people,and much of
this enormousexpenseis drivenby managementdecisions
that aremadeby gut feelingandindividualheuristics.

With the help of technology,organizationsand individuals
are now able to make informed decisions and more
importantly, transform daily recruiting, assessment,
onboarding and management practices in the labor
market.

[1] Moneyball: The Art of Winning an Unfair Game is a book by Michael Lewis, published in 2003

[2] A practitionerΩs view on HR analytics, Patrick Coolen and Auke Ijsselstein, Published on May 25, 2015
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HR TECH IS BETTING BIG ON ARTIFICIAL INTELLIGENCE 
AND MACHINE LEARNING

AsArtificial Intelligence(AI)systemsin HRget smarterand
more focused on solving specific problems, industry
experts expect to see dramatic improvements in
productivity,performance,andemployeewellbeing.

According to IBMΩs recent global survey of more than
6,000 executives, 66% of CEOsbelieve AI can drive
significantvaluein HR¹.

HR Tech incumbents are investing heavily in AI and
MachineLearningfunctions. Industry analystsfound that
nearly half of HRTechventure capital funding events in
the lastfew yearswent to AI-focusedstartups².

HR ACCELERATES TO KEEP UP WITH MEGA-TRENDS FOR 
THE FUTURE OF WORK

In the meantime, economic factors, social changesand
technologicaladvancesaredrivingmultiple changesin and
outside the workplace,posingevengreaterchallengesfor
the HRprofession.

Businessesare strugglingto get the skills they need to
execute their strategy. Even companiesthat are using
moreautomation,AIandmachinelearningforeseea

growinggap in the skillsand experienceworkersneed to
utilize these advancedtools. A recent Korn Ferry study
found that by 2030, there will be a global human talent
shortage of more than 85 million people, roughly
equivalentto the populationof Germany. Left unchecked,
in 2030that talent shortagecould result in about USD8.5
trillion in unrealizedannualrevenues³.

Workplace turnover is increasingand an estimated 42
million, or one in four, employeesin the U.S. will leave
their jobsin 2018. In September2018, the Bureauof Labor
Statisticsreported the averageemployeetenure was 4.2
years,down from 4.6 years in January2014щ. In the US
alone,2018hadanaverageof 6.9 million openpositionsat
anygivenmonth with only5.7 millionhireseverymonthъ.

Freelancersare predicted to becomethe U.S. workforce
majority within a decade,with nearly 50% of millennial
workersalreadyfreelancing. In fact, most jobs created in
advancedeconomiesdonΩt offer permanentcontractsbut
areself-employedor freelanceworkы.

In this reality, finding, engagingand retaining the right
talent and trackingthe skillsandexpertiseavailableacross
an organization'stotal talent supply chain of incumbent,
contingentandalumniworkforce,provesto be evenmore
challengingwithout accessto the latest big data and AI
technologies.

[1] Extending expertise: How cognitive computing is transforming HR and the employee experience, IBM Smarter Workforce Institute, 2017

[2] Lighthouse Research and Advisory, 2018

[3] The Global Talent Crunch, Korn Ferry, 2018

[4] Employee Tenure in 2018, U.S. Bureau of Labor Statistics, September 2018

[5] Job Openings and Labor Turnover Summary, U.S. Bureau of Labor Statistics, September 2018 

[6] Freelancing in America, Upwork, October 2019
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THE FOURTH INDUSTRIAL REVOLUTION CRUSHES GLOBAL 
JOB MARKETS

The 4th Industrial Revolutiontrends are disrupting long-
established business models: growing demand for
customized products; shifts and skill mismatches in
production value chains; digitization across every
dimensionof manufacturing; and a volatile socioeconomic
climatemarkedby protectionismandpopulism.

The most relevant question to businesses,governments
andindividualsisnot to what extentautomationwill affect
current employment numbers,but how and under what
conditions the global labor market can be supported in
reaching a new equilibrium in the division of labor
betweenhumanworkers,robotsandalgorithms.

More and more, employersare seekingworkerswith new
skills from further afield to retain a competitive edgefor
their enterprisesand expandtheir workforceproductivity.
Some workers are experiencing rapidly expanding
opportunities in a variety of new and emergingjob roles,
while othersareexperiencinga rapidlydecliningoutlook in
a range of job roles traditionally consideredάsafe betsέ
andgatewaysto a lifetime career.

Theright to work, to free choiceof employment,is a basic
human right. The modern labor market is fragmented,
ultra-specialized,filled with all sorts of alternative work
arrangements or gig-employment. It becomes an
extremely confusing and Darwinist environment for
individuals,as the growingsenseof job insecuritycuts to
the coreof identity andsocialstability.

The emerging contours of the new world of work are
rapidly becominga lived reality for millions of workers
around the world. The inherent opportunities for
economic prosperity, societal progress and individual
flourishing in this new world of work are enormousyet
depend crucially on the ability of all concerned
stakeholdersto instigatereformsin educationandtraining
systems,labor market policies, businessapproachesto
developingskills,employmentarrangementsand existing
socialcontracts.

For this to happen, every person must have accessto
personalizedcareeranddevelopmentopportunitiesat the
time it matters, and the free flow and wealth of the
individualΩs career data is key to personalizedguidance
andbetter opportunities.

Currentlyindividualssharetheir resumewith an employer
whenapplyingfor a job. In the bestcasethey updatetheir
LinkedInprofile with major career events, so we get a
snapshoteverynow andthen of their careerprofile.

If we would have a continuouslyupdated and changing
pictureof the individual'scareerrecords,we wouldget the
equivalentof a movie rather than the scarcepictureswe
have now. Then we could begin to harnessthe latest
technologyto seethe contextof wherethingsareheading,
and the changesover time. To mitigate the impact of the
4th industrial revolution data must be usedin much more
meaningful ways than today, guiding people as they
developandmanagetheir careers.

[1] Jobs Lost, Jobs Gained, McKinsey Global Institute, Dec 2017
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THE PROBLEM: THE LABOR MARKET

DATA-SHARING ECOSYSTEM IS BROKEN

Organizationshave made significant progress in their
ability to managedata regardingemployeesΩeducation,
skills, training, workplaceperformance,engagementand
motivationaldrivers. Byapplyinganalyticsand AI to these
types of data, companieshope to more accuratelyand
effectively match employees to the right jobs, staff
projects and drive personal development while
personalizingpeople managementpractices,rewardsand
recognition.

This vision, however, faces behavioral and cultural
obstacles along with a younger demographic who
frequently change jobs or opt into portfolio careers
(multiple part-time or freelancejobs at once rather than
onefull-time job). Therefore,the amountof datafootprint,
generated for the individual while working in each
organization shrinks to an extent that it might be
insufficient to algorithmically make valuable predictions
and drive value through analytics and AI. We are
approachinga reality where most of the relevant talent
data is actually generated and held outside the
organizationand divided between various labor market
dataaggregators(e.g., job boards,LinkedIn,gigplatforms),
each maintaining and controlling pieces of the holistic
employeepicture.

Toadd to this complexity,GDPRintroducesa standardfor
globallegislationin dataprivacyandstates:άpersonaldata
should be processedon the basisof the consentof the
data subject concernedor some other legitimate basis.έ
Obtainingconsentis in itself cumbersome; and moreover,
the purposeof data processingshould be clear and also
require consent. A further obstacleis that individualshave
the right to have their personal data erased from any
platform, including backupsand archives. It is therefore
not unreasonablethat we will gradually face a reality
where employeesand alumni will request to limit their
recordsprocessedby employers.

ACCESS, TRANSPARENCY, INTEROPERABILITY AND 
PORTABILITY

Thepast two decadeshavebeen markedby an emerging
market for third-party job searchand gigplatforms. These
entities cultivate some of the richest labor market
information and individualsΩcareer records. Yet, third
parties can also apply frictions on the reuse of this
aggregated data, largely on account of intellectual
property issues,normalization and organization of that

data. Proprietary restrictions can make accessing such 
real-time data either difficult or prohibitively expensive. 
This, in turn, hinders utility while the proprietary firms 
naturally desire to maximize profits from selling the data.

Restrictions on use of this data can stymie the
developmentof new products,servicesor analysiswhile
servingas a competitive moat for existingplatforms and
aggregators; it also posesa barrier to innovation in HR.
Thisbarrier is further compoundedby the fact that third-
party platforms have grown fairly concentrated,with a
limited number of players that aggregatea substantial
portion of the relevant data. To illustrate this, to date:
Indeed.com has processedover 100 million searchable
resumes; ZipRecruiterover 430 million job applications;
LinkedIn 500 million active profiles. And, Upwork and
Freelance.com together have 40 million self-employed
professionalsusing their platform to manage their gig
businesses.

There is also an issue of interoperability and
standardizationof this data. A centralelementin the labor
market is that workers and jobs vary greatly. This
heterogeneity among skills, industries and credentials
makes preservinga consistent level of quality naturally
more difficult. Without a consistentformat or structure,
algorithmicallymakingsenseof the data becomesharder.
Thisconstrainsthe interoperabilityandultimately leadsto
siloeddata.

SELF-REPORTED DATA CANNOT BE TRUSTED

It has been widely recognizedthat individualsΩresumes,
LinkedIn profiles and any other self-reported career
records, cannot be taken as a trustworthy source of
information. Accordingto HireRightΩs 2018 employment
screening benchmark report, 84% of employers have
identified lies or misrepresentations on applicants'
resumes; up dramaticallyfrom 2012, when 66% reported
finding fabrications¹. This study found some comical
fabrications, like a high school principal claiming two
degreesfrom a universitythat hadclosedyearsbeforeshe
supposedlygraduated,or a government appointee who
withdrew his nomination after allegations of resume
paddingτ the nominee blamed the discrepancieson a
tornadothat hit hisprior employer.

[1] Employment Screening Benchmark Report, HireRight, 2018
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In a recent survey78% of candidatesadmitted to lie on
their resumes¹. Apparently,this explainswhy 73% of U.S.
employersperform employmentpre-hire checksand 51%
verify education credentialsand certifications, and why
the EmploymentBackgroundChecksmarket is expectedto
grow to USD5.46 billion by 2025from USD3.74 billion in
2016².

On top of this, regulationsregardingcandidatescreening
raise compliance concerns for HR professionals; for
example,in the U.S. anemployeris responsibleandcanbe
held accountable for verifying the background and
references of any job applicant before hiring that
applicant. A claim can be made by any injured party
against an employer based on the theory that the
employer should have known about the employee's
backgroundwhich, if known, indicates a dangerousor
untrustworthy character. Accordingto HireRightΩs report,
the averagecost to settle a negligent hiring lawsuit is
roughlyonemillion dollars³.

[1] Ethical Hiring Alignment survey, Checkster, 2020

[2] The Employment Screening Service Market to 2025, ResearchAndMarkets.com, February 2018

[3] Negligent Hiring ςThe Million Dollar Mistake, HireRight, 2009

It has been widely recognized 
that individualsΩ resumes, 
LinkedIn profiles and any other 
self-reported career records, 
cannot be taken as a 
trustworthy source of 
information.  

73%
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employment pre-hire checks

51%
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credentials and certifications

46%
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in educational, employment
and reference checks

84%
of employers have identified
lies or misrepresentations

on applicants' resumes

DATAPRIVACYCONCERNS

Whenit comesto data privacy,we often refer to rulesset
by centralized platforms that determine who has
permissionto accessdata and who gets informed when it
happens. Yet, the real threat to online privacylies in the
fact that we give our information to multiple players
freely, with each storing this information in their
centralizeddatabases,whichhavebecomeeasytargetsfor
hackers. Theanswerto this doesnΩt rely on givingusersthe
ability to control how platformsusetheir information, but
it requires a fundamentallynew technologicalapproach
that handlesinformationin adifferent way.
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THERISEOFSELF-SOVEREIGNTY

Recently, peopleΩs concerns about social media have
metastasizedwith the revelationsof privacyviolationsby
CambridgeAnalyticaandevidenceof Russia-producedfake
news underminingthe electoral processin the U.S., UK,
Italy, and Germany. ThereΩs heightenedworry as well of
data-sharingbetween platforms and top device makers,
without usersΩconsent. A study surveyingover 33,000
respondentsin 28 countries showsthe decline of usersΩ
trust in socialmediaand other tech providerswith regard
to privacymeasuresand data collection: 84% agreethat
the protection of privacyand personalinformation is one
of the most important responsibilitiesfor social media
platforms, while only 40% (less than half) indicate that
they actually trust social media platforms to behave
responsiblywith userdata. And,40%respondedthat they
havedeletedat leastone socialmediaaccountin the past
year becausethey didnΩt trust the platform to treat their
personalinformationproperly¹.

Personaldata is becomingone of the most valuablethings
in society. Everyday, internet usersprovide2.5 quintillion
bytes of data² to companiesfor free. Thesecentralized
platforms that determine who has permissionto access
data, use this totally free resource to make billions in
profits, support business decisions, sell to marketing
companies,and draw people onto their websites,while
the usersbecomeάeconomicallydisenfranchisedέ.

Given the above, it is clear that we need a new data-
sharing architecture that ensures user control of their
data. Theidea of SelfSovereignpersonaldata is not new.
Now with the emergence of new technologies, all
interestedstakeholdersareconvergingto makeit happen.

[1] The 2018 Edelman Trust Barometer, Edelman, 2018

[2] How Much Data Do We Create Every Day?, Forbes, 2018 

There is a clear need in the 
labor market for an 
interoperable, transparent 
and fair data exchange 
architecture that restores 
trust. An opt-in and mutually 
beneficial data-sharing 
ecosystem that ensures user 
control of their data.

40%
deleted at least one
social media account

2.5 quintillion
bytes of personal 
Data every day

84%
agree that the protection
of privacy is top priority¹

60%
Do not trust social media
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PERSONALDATAINTHEWORKPLACE

A disconcerting result from a survey conducted by
Accenture and released at the 2019 World Economic
Forumin Davos,Switzerland¹ showsalmosteight in every
ten businessleadersgloballysaidusingworkforcedatawill
help them grow their existing business,but more than
two-thirds (70%) of those businessleaderssay they are
"not very confident" that they are using new sourcesof
workplacedatain a "highlyresponsible"way.

Researchshowed that in responseto ethical concerns,
somebusinessesare leavingvalueon the table by holding
backon collectingworkforcedata.

While employees have concerns, however, they are
overwhelmingly in favor of the practice, if the data is
collected responsiblyand benefits them. Employeessay
that in return for their permission to collect data,
employerswill haveto givethem more control overhow it
is used. The most commonbenefits gainedin return for
dataare improvedproductivityandperformance; safetyat
work; andfairerpay,promotionsandappraisals.

The researchalso found that people want to own their
work-related data and take it with them when they leave.
That doesnΩt mean employersneed to give up their own
rights,just that theymustextendthoserightsto workers.

The researchhas identified the factors of workforce data
practicesthat employeessaymost influencetheir level of
trust in their employers. Oneof the keyrecommendations
is to empower people with greater control of their own
data: organizationsmust grant more control to individuals
sotheycanmanageandevenown their data.

[1] Putting Trust to Work, Accenture, 2019

73%
of people want to own their 
work-related data and take it 
with them when they leave

58%
of employees are unwilling to let 
employers collect datawithout 
their approval

56%
of business leaders are open to 
co-own data with employees

92%
of employees are open to the collection of 
data on them and their work in exchange 
for an improvement in their productivity, 
their wellbeing or other benefits

70%
of business leaders globally say they 
are "not very confident" that they are 
using new sources of workplace data 
in a "highly responsible" way


