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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 and self-sovereign

We callit the Internet of Careers®

Skills shortage, acceleratedturnover, contingent workforce and gig economy drive
avolatileanddisruptivelabor market Yet,individualsandbusinessestill rely on costly,
self reported and slow methods to exchangeformer employment, professional
achievementsand educationalcertificationsdata, that are key to most employment
relatedprocesses

As a matter of fact, today® labor market® tech infrastructure has more in common
with the outdatedpostalservicethan this generatior@digital world.

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 personalizedyuidanceandbetter opportunities

Velocityis built to be the world@ network for verifiableand trusted careercredentials,
designedor the digitalage

It@ governedby a non-for-profit foundation, set out to put peoplebackin control and
build a globallyaccessibletrustworthy Internet of Careers®

It@ poweredby blockchainmakingit trusted, private and effortlessfor peopleto take
ownershipon their careercredentials choosewhetherto sharethem, decidehow that
data is used by others, and in the future evensellit and earn income on that sale,
creating an economy around the ownership and transfer of valuable careerrelated
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
experienceandachievingegulatorycompliance
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EXECUTIVE SUMMARY

CareerCredentialatais key to sustainingabor marketQ
efficiencies and has enormous potential upside for

individuals and businessesAnd, as Atrtificial Intelligence
solutions in HRdevelop,we expectto seeincrediblenew

opportunities to leveragecareer data, further increasing
its importanceandvalue

Currentlyindividualssharetheir resumewith prospective
employerswhenthey applyfor a job. In the bestcasethey
update their LinkedInprofile on major career events, so
we get a snapshoteverynow andthen of what® goingon.

If we were to have a continuouslyupdated picture of the

individual® careerrecords, the result would be a movie
rather than a set of discrete,staticpictures Asaresult,we

couldbeginto seea broadercontextandtrendsovertime.

Datacould be usedin a richer and more meaningfulways
than today, guiding people as they develop and 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 neededto drive personalizedsolutions and drive
valuethroughanalyticsand Al

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 relevantcareerrelated dataneededfor
more effective analytics and Al is generated and held
outside the organization, scattered across multiple
platforms and service provider databases However,
proprietary restrictionscan make accessinguchrich data
either difficult or prohibitively expensive and this data is
mostly selfreported, which hasbeenwidely recognizedas
untrustworthy.

Thesetrends are a fundamentalthreat 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 smartdatacollectionand processing

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

TheVelocityNetworku is a blockchairbasedopen-source
verifiable credential exchangeutility layer with its basic
elementsand token mechanicghat providesstandardized
communication protocols, governance,compliance and
payment rails, that enable trusted, private and secured
exchangeof career credentials between individuals and
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 addedvalue use cases and innovative
applications

Individualscan now turn their career achievementsinto
digital credentials verifiable, secured and truly global
Ownthem, usethemto acces$etter opportunities

At the sametime, employers,educationinstitutions 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 Networkt is governed by the Velocity
Foundation, a cooperative non-profit entity with its
mission being to promote and support the globally
accessibletrustworthy Internet of Careers®
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DATA IS KEY TO SUSTAIN

LABOR MARKETSOEFFICIENCY

The data on people's career credentials employment
history, education, experiences, skills, assessments,
compensationassignmentstrainings,certifications,etc, is
key to sustaining labor marketsQ efficiencies and has
enormouspotential upsidefor individualsand businesses
AsArtificial Intelligencesolutionsin HRdevelop,we expect
to see even more incredible and new opportunities to
leveragecareerdata, further increasingts importanceand
value

Currentlyindividualssharetheir resumewith prospective
employerswhenthey applyfor ajob. In the bestcasethey
update their LinkedInprofile on major career events, so
we get a snapshoteverynow andthen of what® goingon.

If we were to have a continuouslyupdated picture of the

individual® career records, the result would be a movie
rather than a set of discrete,staticpictures Asaresult,we

couldbeginto seea broadercontextandtrendsovertime.

Datacould be usedin a richer and more meaningfulway
than today, guiding people as they develop and manage
their careers

In 1978 JacFitzEnz PhD. publisheddThe Measurement
Imperativeé proposinga radical idea In it, he proposed
that human resource activities, and their impact on the
bottom line, could be measured This article triggered
debateandinterestby scholarsand spurredmore research
into measuringHR Dr. FitzEnZ work 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
company®humanresourceactivitiesto others.

A more advancedand comprehensiveuse of metricswas
later discoveredin 2002 by the OaklandAthleticsbaseball
team. Their general manager Billy Beane was able to
assesplayers'valueand employsabermetricdplayerdata
basedon extensiveanalysisof baseball)in the selectionof
players Billyrealizedthat playerswith strongsabermetrics
correlated better to winning gamesversus players who
were strong in traditional metrics, like batting average
Sabermetricsalso enabledthe coachto 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 metricsbhasedselectionmodels,
known as the Moneyball concept. And later in 2009
globalleaderGooglestarted ProjectOxygerto identify the
attributes of effectivemanagers

Googléd ProjectOxygenbecamegloballyrenown,whenin
2011, Googlesharedthe results, highlighting data-based
findingsaboutthe perfectmanager Soonthereafter,there
were a seriesof researchpublications,which highlighted
the benefits of usinganalyticsin workforce management
Amongstthem, a study by Patrickand Auke? 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 metricsbased HR measurements to
predictiveanalysiswhichwasa futuristic development

It is clear that the potential upside is enormous Most
companiesiargestspendis on their people,and much of
this enormousexpenses driven by managementecisions
that are madeby gut feelingandindividualheuristics

With the help of technology,organizationsand individuals
are now able to make informed decisionsand 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, publit@aBin
[2] A practitione®@ view on HR analyticBatrick Coolen and Auke ljsselstérublished on Mag5, 2015
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Of respondents
use Al in at least
1 HR process

=

€

Expect to use Al
in at least 1 HR
process in 2 years

Source: Bain HR Decision Maker Survey, May 2018 (N=500)

Al in sample HR processes, percentage of respondents

69

64

B n2years
[ | Today

Workforce Compensation,

planning and benefits
staffing
Performance Learning and
management development

HR TECH IS BETTING BIG ON ARTIFICIAL INTELLIGENG@®Bwing gap in the skillsand experienceworkers need to

AND MACHINE LEARNING

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

Accordingto IBMQ recent global survey of more than
6,000 executives, 66% of CEOsbelieve Al can drive
significantvaluein HR.

HR Tech incumbents are investing heavily in Al and
Machine Learningfunctions Industry analystsfound that
nearly half of HR Techventure capital funding eventsin
the lastfew yearswentto Al-focusedstartups.

HR ACCELERATES TO KEEP UP WITHRENES FOR
THE FUTURE OF WORK

In the meantime, economic factors, social changesand
technologicabdvancesare drivingmultiple changesn and
outside the workplace,posingevengreater challengedor
the HRprofession

Businessesare strugglingto get the skills they need to
execute their strategy Even companiesthat are using
more automation,Alandmachinelearningforeseea

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 resultin about USD8.5
trillion in unrealizedannualrevenues.

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 yearsin January2014y,In the US
alone,2018hadanaverageof 6.9 million openpositionsat
anygivenmonth with only 5.7 million hireseverymonths

Freelancersare predicted to becomethe U.S workforce
majority within a decade,with nearly 50% of millennial
workers alreadyfreelancing In fact, most jobs createdin
advancedeconomiesdon® offer permanentcontractsbut
are selfFemployedor freelanceworks!

In this reality, finding, engagingand retaining the right
talent and trackingthe skillsand expertiseavailableacross
an organization'stotal talent supply chain of incumbent,
contingentand alumniworkforce, provesto be evenmore
challengingwithout accessto the latest big data and Al
technologies

[1] Extending expertise: How cognitive computing is transforming HR and the employee experience, IBM Smarter Workforeg20situt

[2] Lighthouse Research and Advis@918
[3] The Global Talent Crunch, Korn Fe2§18
[4] Employee Tenure 2018 U.S. Bureau of Labor Statistics, Septeng48

[5] Job Openings and Labor Turnover Summary, U.S. Bureau of Labor Statistics, Sep@d@iber

[6] Freelancing in Americ&Jpwork,October2019
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Share of stable, new and redundant roles,
2018 vs. 2022 (projected)

Source: Future of Jobs Survey 2018, World Economic Forum

400M

Employees displaces by 2030
under a med-point automation
scenario’.

75M to 357M

Number of people who may need to
switch occupational categories by
2030, under our midpoint to rapid
automation adoption scenarios’.

Fluid Labor Market

The shifting occupational mix will
require greater mobility and better job
matching.

THE FOURTH INDUSTRIAL REVOLUTION CRUSHES GL®@BAImerging contours of the new world of work are

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 businessesgovernments
andindividualsis not to what extent automationwill affect
current employmentnumbers, 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
skillsfrom further afield to retain a competitive edge for

their enterprisesand expandtheir workforce productivity.

Some workers are experiencing rapidly expanding
opportunitiesin a variety of new and emergingjob roles,

while othersare experiencinga rapidly decliningoutlookin

a range of job roles traditionally consideredésafe betst

andgatewaydo alifetime 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 gigemployment It becomes an
extremely confusing and Darwinist environment for
individuals,as the growing senseof job insecuritycutsto
the coreof identity and socialstability.

[1] Jobs Lost, Jobs Gained, McKinsey Global Institute2 @&t

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

For this to happen, every person must have accessto
personalizectareerand developmentopportunitiesat the
time it matters, and the free flow and wealth of the
individual® career data is key to personalizedguidance
andbetter opportunities

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

If we would have a continuouslyupdated and changing
picture of the individual'scareerrecords,we would getthe

equivalentof a movie rather than the scarcepictureswe

have now. Thenwe could begin to harnessthe latest
technologyto seethe contextof wherethingsare heading,
and the changesover time. To mitigate the impact of the

4" industrial revolution data must be usedin much more

meaningful ways than today, guiding people as they

developand managetheir careers
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THE PROBLEM: THE LABOR MARKET

DATA-SHARING ECOSYSTEM IS BROKEN

Organizationshave made significant progress in their
ability to managedata regarding employee€education,
skills, training, workplace performance,engagementand
motivationaldrivers By applyinganalyticsand Al 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 Al We are
approachinga reality where most of the relevant talent
data is actually generated and held outside the
organizationand divided between various labor market
dataaggregatorge.g., job boards,LinkedIngigplatforms),
each maintaining and controlling pieces of the holistic
employeepicture.

Toaddto this complexity, GDPRntroducesa standardfor
globallegislationin data privacyand states épersonaldata
should be processedon the basisof the consentof the
data subject concernedor some other legitimate basis¢
Obtainingconsentis in itself cumbersome and moreover,
the purpose of 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
recordsprocessedy employers

ACCESS, TRANSPARENCY, INTEROPERAH
PORTABILI

The pasttwo decadeshave been markedby an emerging
marketfor third-party job searchand gig platforms These
entities cultivate some of the richest labor market
information and individual€)career 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

[1] Employment Screening Benchmark Report, HireR&{it8

data. Proprietary restrictions can make accessing such
reattime 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 existing platforms and
aggregatorsit 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:

Indeedcom has processedover 100 million searchable
resumes ZipRecruiterover 430 million job applications
LinkedIn 500 million active profiles And, Upwork and

Freelancecom together have 40 million selfemployed
professionalsusing their platform to manage their gig
businesses

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

SELIREPORTED DATA CANNOT BE TH

It has been widely recognizedthat individual€resumes,
LinkedIn profiles and any other seltreported career
records, cannot be taken as a trustworthy source of
information. Accordingto HireRigh® 2018 employment
screening benchmark report, 84% of employers have
identified lies or misrepresentations on applicants'
resumes up dramaticallyfrom 2012 when 66% reported
finding fabrications. This study found some comical
fabrications, like a high school principal claiming two
degreesfrom a universitythat had closedyearsbefore she
supposedlygraduated, or a governmentappointee who
withdrew his nomination after allegations of resume
paddingt the nominee blamed the discrepancieson a
tornadothat hit hisprior employer.



It has been widely recognized
that individualQesumes,
LinkedIn profiles and any other
selfreported career records,
cannot be taken as a
trustworthy source of
information.

46%
Of resumes show discrepancie
in educational, employment
and reference checks

In a recent survey 78% of candidatesadmitted to lie on
their resumes. Apparently,this explainswhy 73% of U.S
employersperform employmentpre-hire checksand 51%
verify education credentialsand certifications, and why
the EmploymentBackgroundChecksnarketis expectedto
grow to USD5.46 billion by 2025 from USD3.74 billion in
2016.

On top of this, regulationsregardingcandidatescreening
raise compliance concerns for HR professionals for
example,n the U.S anemployerisresponsibleand canbe
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 HireRigh® report,
the averagecost to settle a negligent hiring lawsuit is
roughlyone milliondollars.

[1] Ethical Hiring Alignment surve@heckster2020

of U.S. employers perform
employment prehire checks

51%
verify education
credentials and certifications

73%

84%
of employers have identified
lies or misrepresentations
on applicants' resumes

DATAPRIVACEONCERNS

Whenit comesto data privacy,we often refer to rulesset
by centralized platforms that determine who has
permissionto accesdata and who getsinformed 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
centralizeddatabaseswhichhavebecomeeasytargetsfor
hackers Theanswerto this doesr®rely on givingusersthe
ability to control how platforms usetheir information, but
it requires a fundamentally new technologicalapproach
that handlesinformationin a different way.

[2] The Employment Screening Service Marke2@85 ResearchAndMarkets.com, Febru@g18

[3] Negligent Hiring; The Million Dollar Mistake, HireRigi2009
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There is a clear need in the
labor market for an
interoperable, transparent
and fair data exchange
architecture that restores
trust. An optin and mutually
beneficial datesharing
ecosystem that ensures user
control of their data.

40%
deleted at least one
social media account

THERISEOFSELFISOVEREIGNTY

Recently, people@ concerns about social media have
metastasizedwith the revelationsof privacyviolationsby

CambridgeAnalyticaand evidenceof Russigproducedfake

news underminingthe electoral processin the U.S, UK,
Italy, and Germany There? heightenedworry as well of

data-sharing between platforms and top device makers,
without user€dconsent A study surveyingover 33,000

respondentsin 28 countries showsthe decline of user
trust in socialmediaand other tech providerswith regard
to privacy measuresand data collection 84% agreethat

the protection of privacyand personalinformation is one

of the most important responsibilitiesfor social media
platforms, while only 40% (lessthan half) indicate that

they actually trust social media platforms to behave
responsiblywith userdata. And, 40%respondedthat they

havedeleted at leastone socialmediaaccountin the past
year becausethey didn® trust the platform to treat their

personalinformationproperly.

[1] The2018Edelman Trust Barometer, Edelm&018
[2] How Much Data Do We Create Every Day?, FoRHS

2.5quintillion
bytes of personal
Data every day

84%

agree that the protection
of privacy is top priority O/
® O\
O O O :><

P‘

60% O
Do not trust social media ®

%

Personalatais becomingone of the most valuablethings
in society Everyday, internet usersprovide 2.5 quintillion

bytes of dat& to companiesfor free. Thesecentralized
platforms that determine who has permissionto access
data, use this totally free resourceto make billions in

profits, support business decisions, sell to marketing
companies,and draw people onto their websites, while

the usershecomedeconomicallydisenfranchiseél

Giventhe above, it is clear that we need a new data-
sharing architecture that ensures user control of their
data. Theidea of SelfSovereigrpersonaldata is not new.
Now with the emergence of new technologies, all
interestedstakeholdersare convergingo makeit happen
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PERSONAMATAN THBANVORKPLACE

A disconcerting result from a survey conducted by

Accenture and released at the 2019 World Economic
Forumin Davos,Switzerland showsalmosteightin every
ten businesdeadersgloballysaidusingworkforce data will

help them grow their existing business,but more than

two-thirds (70%) of those businessleaders say they are

"not very confident" that they are using new sourcesof

workplacedatain a "highly responsible'way.

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

While employees have concerns, however, they are
overwhelminglyin 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 over how it
is used The most common benefits gainedin return for
dataare improvedproductivity and performance safetyat
work; andfairer pay,promotionsandappraisals

The researchalso found that 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 datavithout
their approval

0%

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

13%

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

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

That doesr®2 mean employersneed to give up their own
rights,justthat they mustextendthoserightsto workers

Theresearchhasidentified the factors of workforce data
practicesthat employeessaymost influencetheir level of
trust in their employers Oneof the key recommendations 560/
is to empower people with greater control of their own 0
data: organizationamust grant more control to individuals
sothey canmanageandevenown their data.

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

[1] Putting Trust to Work, Accentur@019
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