
 

PROTECTING AGAINST THE GROWTH OF SOCIAL MEDIA 

APPLICATIONS 

 

It is estimated that the majority of individuals in the United Kingdom are now 

members of some sort of social media application, be it a networking site such as 

Facebook, or a micro-blogging site such as Twitter. Employers have become 

increasingly wary of such applications, and even the Trades Union Congress has 

commented that Facebook users are “HR accidents waiting to happen”. So what are 

the risks and how can businesses protect against them? 

 

Comments made on social media applications may be damaging and may concern an 

employee’s colleague, or even the business itself. This can open employers up to 

complaints of discrimination, as they can be vicariously liable for the actions of the 

employee in certain circumstances. Such behaviour will also inevitably cause 

difficulties in working relationships, which may result in reduced productivity and 

problems with workplace morale.  

 

Comments may also bring the Company into disrepute, particularly where it is easy to 

associate the employee with the business and its activities. 

 

Because of the constant changes and updates on such applications, many employees 

will use these during working hours, which can have a detrimental impact on quality 

and productivity. In addition, businesses may be vulnerable to the possibility of 

employees disclosing confidential information on social media applications. 

 

Employers should consider putting in place a social media policy (coupled with a 

well-drafted disciplinary procedure would clearly set out the repercussions of such 

disclosure). This would set out clear parameters about permitted use, without 

infringing the employee’s general right to privacy and to enjoy his private life. 

Guidance on such a policy would include stating: 

 

• Whether or not an employee is permitted to use certain sites for professional 

networking, such as LinkedIn. The rise in social media applications can bring 

some commercial advantages if managed properly; 
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• Whether use is permitted during working hours, during lunch breaks, or not at 

all during the working day; 

• That internet use will be monitored to ensure use is not excessive or 

unauthorised; 

• That it should be read in conjunction with related policies and procedures, 

such as an equal opportunities policy and disciplinary procedure; 

• That all information contained on social media applications must not be 

capable in any way of associating the individual with the Company; 

• That confidential information must not be disclosed; 

• That no discriminatory or derogatory remarks may be made, particularly 

concerning the Company, colleagues, clients and contacts, whether inside or 

outside of work; 

• That employees must not use any logos, images or trademarks relating to the 

Company on any social media applications; 

• That any personal blogs contain clear disclaimers stating that the views 

expressed by the employee is his alone and does not represent the views of 

the Company; 

• That disciplinary action may be taken in the event of any breach of the policy. 
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