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Introduction: how social media has 
changed the HR landscape

What does this mean for HR?
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How are HR professionals using social 
media? 

 Recruitment
– Screening

 Monitoring employee behaviour
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Recruitment
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Recruitment via social media

 How popular is it?
 What sites are being used?
 What are the benefits?
 Ethical issues to consider.
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Recruitment via social media

5 Minutes on Social Recruitment with Matt Alder, Metashift
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Recruitment via social media
How popular is it?

• 92% of U.S. employers used or planned to use social 
media as part of their recruitment strategy (Jobvite, 2012). 

• 26% of Australian employers use social media for 
recruitment. Qld  greatest users (31%), and S.A. employers 
the least (17%). (Randstad, 2012).
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Recruitment via social media
How popular is it?

• 32% of Australian employers expect to use social media for 
recruitment in the future. Vic most confident of future use 
(36%) and Qld the least (27%). (Randstad, 2012).

• 65% of Australian employers say it should be part of an 
organisation’s recruitment strategy, with NSW and S.A. the 
most convinced (67%) and Vic  employers the least (54%). 
(Randstad, 2012).
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Recruitment via social media
What sites are being used?

• 93% of U.S. employers  prefer to use LinkedIn 
(Jobvite, 2012). 

• Randstad (2012) found Australian employers 
viewed the following sites as important:

• 60% LinkedIn

• 35% Facebook

• 24% Twitter
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(RecruitLoop.com, 2013)



13

Recruitment via social media
What are the benefits?

• Access to a “shop window of potential candidates. (Joseph, 
2012).

• The ability to share content.

• Two-way communication between one-to-one, one-to-many
and many-to-many.

• More cost effective than traditional means.
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Recruitment via social media
Ethical issues to consider

• Limiting the pool to social media users

• Discriminating against those who do not use social media

• Discrimination in general
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Recruitment via social media
Case Study: Deloitte, Netherlands 

• Challenge

• Hiring target 1000 people

• Only 10% of labour market in total jobseeking

• Goals

• Fill the roles

• Develop the brand to attract the “right” employees

• Drive traffic to their career website
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Recruitment via social media
Case Study: Deloitte (Brouat, 2011)

• What they did

• Started with an excellent career website

• Segmented for user groups

• Simple usability

• Created human element and connection 
between recruiters and candidates
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Recruitment via social media
Case Study: Deloitte (Brouat, 2011)

• What they did

• They blogged

• Employees write blog posts about their roles 
and what it’s like to work for the company.

• The ran competitions with employees on social 
media (55 photos uploaded, 15,500 views)
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Recruitment via social media
Case Study: Deloitte (Brouat, 2011)

• Social media platforms are used the following 
ways:

• Twitter: to post jobs

• Facebook: focuses on potential candidates by 
sharing knowledge, building relationships and 
keeping them informed.

• LinkedIn: posts jobs and is used to source higher 
quality candidates through actively searching 
profiles.
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Recruitment via social media
Case Study: Deloitte (Brouat, 2011)

• Results
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Recruitment via social media
Case Study: Deloitte (Brouat, 2011)

• Results
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Screening candidates via social media
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Screening candidates via social media

 How popular is it?
 What sites are being used?
 What are the benefits?
 Ethical issues to consider.
 Tips on ethical practice 



Screening candidates via social media
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Infographic video: Social Media is Changing Recruitment



Screening candidates via social media
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Ethical issues to consider: 

• Excluding candidates on information that 
you could never legally request.

• Blurring the boundaries between public 
and private.



Screening candidates via social media
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Tips for ethical practice (Levey, 2013) 

1. Uniformity and consistency are key

• Who you will or won’t be screening

• What you are looking for

• Where you will be looking for it

• Why you have chosen these parameters

2. Have the screening conducted by someone 
not involved in the recruitment process



Screening candidates via social media
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Tips for ethical practice (Levey, 2013) 

3. Have detailed policies and processes.

4. Adequately train HR professionals involved 
with social media screening.

5. Be transparent with candidates.



Screening candidates via social media
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Case Study: Justin Bassett

• New York statistician, Justin Bassett asked for 
Facebook username and password in a job 
interview.

• Now illegal in seven U.S. States.

• Obviously completely unethical practice and 
against Facebook Terms of Use.
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Monitoring employee behaviour
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Monitoring employee behaviour

 Employees mentioning your brand on social media
 The importance of a social media policy.
 Ethical issues to consider.
 Case study: Twitter rant
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Employees mentioning your brand on social 
media: 

• Double-edged sword of word-of-mouth

• Amazing brand champions.

• Harshest critics.

• Links to your organisation can be through:

• Mentioning brand name.

• Having it listed in demographic information.
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The importance of a social media policy 

• Social media increases brand vulnerability.

• Blurs the lines between personal and work life.

• HR deals with employee social media misconduct in 
44% of organisations, followed by I.T (25%), Senior 
Management (14%) and Legal (5%),                                
(the HRSpecialist.com, 2013).
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An effective social media policy…

• Is current and evolving.

• Protects your organisation’s reputation.

• Protects employees from bullying, discrimination and 
harassment.

• Protects confidential information and intellectual property.
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An effective social media policy…

• Clearly lists the expectations and consequences of social 
media misconduct. 

• Should be clearly and widely communicated to all 
employees using a variety of methods (including social 
media).

• Supports HR professionals in upholding the policy.



Monitoring employee behaviour
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Ethical issues to consider: 

• Preventing free speech or legal activity.

• Becoming Big Brother.

• Crossing the line between work and personal life.

• Not listening.
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Case study: Twitter outburst 
• High profile case between a University employee, Charlotte 

Dawson and another Twitter follower.

• Employee wrote derogatory comments about Dawson and 
encouraged the other Twitter follower to, “Go hang 
yourself.”

• Employee linked with the University by previously Tweeting 
a photo of her branded business card.

• Dawson contacted employee, employee’s supervisor and 
the media, potentially damaging the University’s 
reputation.. 
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Case study: Twitter outburst 
• The University had a social media policy to support the 

disciplinary process.

• Employee suspended and media responded to 
denouncing the Tweet and upholding that such behaviour 
will not be tolerated.



Monitoring employee behaviour
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Do you have a current and supportive  
social media policy?

Are you ready to deal with a situation      
if it happened today?
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Questions?

t:@kesutherland777 e:karen.sutherland@monash.edu l: au.linkedin.com/in/karenesutherland


