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Human resources consultant Matthew Burr describes a brave new world of employee 

recruitment in the digital age. 

• Social media such as Facebook, LinkedIn, Twitter, and Snapchat provide 

employment recruiters with an unprecedented amount of information 

about job candidates and they also provide new avenues for applicants to 

interact with organizations on an individual basis.  

• At the same time, the new hiring tools bring new risks to both the 

organization and the applicant.  Is there such a thing as to much 

information?  

• The key to success from the human resources point of view is to put into 

place consistent, transparent, and fair practices. 

• For job seekers, knowing the correct balance of appropriate versus in 

appropriate material.  Answering the so what question. 

Introduction 

Through the rapid advancement of the digital age and evolution of globalized network 

technology, social networks have added an additional puzzle-piece of relevant 

information for hiring managers, organizations and applicants to incorporate during the 

recruitment process.  Organizations and hiring managers have the ability to see 

unprecedented amounts of information about an applicant; both personal and 

professional.  The applicant has the opportunity to communicate relevant information to 

the organization and hiring managers in the form of additional skills, recommendations, 

multimedia, blogs, podcasts, and strategic connections.  What we post, upload, 

communicate and distribute can and does make a difference in the way we are seen and 

perceived on the internet.  The information is out there forever.  I personally limit my 

posts on LinkedIn, Twitter, Facebook and WordPress to HR and student loan related 

topics (another area of research).  My accounts are designed to generate interest in my 

consulting business and other areas I research.  Others, millions of others use social 
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media for other purposes.  Which is great!  Applicants can put their accomplishments and 

abilities on display in ways that past generations have not been able too.   

 

 

 

 

 

 

 

 

 

 

 

Building onto the trend in using social media as part of the recruiting process, a recent 

CareerBuilder survey indicates, “Sixty percent of employers use social networking sites 

to research job candidates, up from 52 percent last year and 11 percent in 2006.”1  As the 

labor market continues to grow in competition, so too is the use of checking applicants 

social networking accounts.  Good or bad, the practice of reviewing online presence is 

here to stay.     

Applicants now have the tremendous opportunity to interact directly with the 

organization.  Is the company engaging on social media?  Do they respond to followers 

comments, concerns and questions?  I recently tweeted to the Human Resource 

Certification Institute regarding my successful passage of the Global Professional in 

Human Resources (GPHR) certification exam.  I never expected a reply, the institute 
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replied in less than one minute.  That is the definition of engaging with followers.  It was 

great, not something I do every day, but I wanted to share the news and they replied.  

Again, replying to followers can and will impact recruiting, purchasing and other 

decisions. 

 

Benefits of Social Network’s 

As social networks continue to evolve, so too will the information shared with the world 

and the way in which hiring managers and organizations review applicant’s.  Through 

smart phones and Wi-Fi, accessibility to these networks is instantaneous, throughout the 

world.  Having access to social networks and an online presence, can have a positive or 

negative impact for potential applicants, depending on how these networks are utilized.   

Drive the content you want others to see on social networks, do not let the content drive 

or dictate your future career options.  Social networks can be a tremendous advantage for 

an applicant, if the information is positive, professional, well organized and shows off 

skills and abilities. 

 

Answering the So What Question 

Social networks can provide greater insight into the applicant’s ability to meet the 

requirements of the position.  According to CareerBuilder; “one third (33 percent) of 

employers who research candidates on social networking sites say they’ve found content 

that made them more likely to hire a candidate… nearly a quarter (23 percent) found 

content that directly led to them hiring the candidate.”2  As I discuss with my students at 

Elmira College, you have to be able to answer the so what question.  You have a degree 

in business (or relevant experience in a certain field), what makes you stand out from the 
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crowd of hundreds or thousands of other applicants?  The so what question can be the 

social network that display’s additional positive information about the applicant.  

Resumes or CV’s provide a synopsis and limited information about the applicants 

experience and qualifications.  The interview process is a short discussion, which 

provides minimal access to additional information about the applicant’s personality and 

behavioral characteristics.   

Social networks can provide real-time information about the applicant’s skills and work 

samples.  Applicants utilize platforms such as; LinkedIn, Facebook, Snap Chat, 

Instagram, Twitter, Podcast, WordPress and YouTube; to post work samples, articles, 

pictures, videos, blogs and industry specific content.  An example is the weekly blog I 

post with articles specific to the HR needs of organizations small and large.  These 

articles are posted on my WordPress website, LinkedIn, Facebook and Twitter.  The 

information is disseminated to a large audience of business owners and HR professionals.  

It not only informs them on HR updates, but it provides information on my knowledge, 

skills and abilities related to HR and the impact HR can have on an organization.   

Twitter is a great platform for an applicant to interact with the organization.  WordPress 

is an easy to use website platform and blog site that allows anyone the ability to develop 

a website and generate content.  I never thought I would have to build a website, when I 

founded my business, I built my own website.  The website is now managed by a third 

party, but the creation of the website is something I can share with an organization during 

the interview process or with my clients.  Snap Chat and Instagram are great platforms 

for applicants to post photograph’s or short video clips of themselves presenting, 

lecturing drawing, cooking, etc.  YouTube is a great option for any applicant to post 

presentations or lectures they have given.  YouTube is a great place to do video blogs as 
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well.  I personally have an iTunes podcast, similar to YouTube, but not considered a 

social network.  The topics we discuss focus on HR needs for small and medium sized 

organizations.  If you are an expert in your profession; talk about it, present on it, post 

and blog about it, share it with the world.  If done professionally, this can help answering 

the so what question.   

We all have a story to tell, social networks provide platforms for all of us to tell our story 

in the way in which we want it told.  As an HR professional, I love to see portfolios of 

work accomplishments and successful projects.  I enjoy seeing creative social networking 

even more from applicants; creation of a website, starting a podcast or blog, generating 

thousands of hits on social media due to the great content.  If you’ve done it well, share it 

with us.  Set yourself apart and display your knowledge, skills, interests sand abilities for 

the rest of the world to see! 

 

What Get’s Noticed and What Stands Out 

Social networking is like a never-ending party, we can checkout anytime we like, but we 

can never leave, or something like that.  According to CareerBuilder, “Forty-nine percent 

of hiring managers who screen candidates via social networks said they’ve found 

information that caused them not to hire a candidate – on par with last year 48 percent. 

The following are the top pieces of content that turned off these employers: 

• Provocative or inappropriate photographs, videos or information – 46 percent 

• Information about candidate drinking or using drugs – 43 percent 

• Discriminatory comments related to race, religion, gender, etc. – 33 percent 

• Candidate bad-mouthed previous company or fellow employee – 31 percent”3 
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Individuals are more likely to reveal their true opinions and/or behavior through social 

networks (tweets, blogs, pictures, video’s, posts or status updates) than during the 

application and interviewing process.  Hiring managers need to understand that applicants 

are people, and people make mistakes.  However, if the mistake continues to happen on 

these networks repeatedly, this by definition is a pattern and can be considered a red flag.  

Do we hire or not hire, that is the question? 

What do recruiters and organizations want to see in on a social network or internet 

search: 

• “Candidate's background information supported job qualifications – 44 percent 

• Candidate's site conveyed a professional image – 44 percent 

• Candidate's personality came across as a good fit with company culture – 43 

percent 

• Candidate was well-rounded, showed a wide range of interests – 40 percent 

• Candidate had great communication skills – 36 percent”4 

Google searches are instantaneous.  This includes; pictures, video’s, content and other 

information about you and me.  Once it’s on the web, it’s out there forever.  We as 

applicants need to recognize this and ensure that positive information filters to the top of 

a Google search or social networking search.  Know your audience and know what 

information is filtering to the top of the search.  Have you ever searched your name on 

social networks to see what information filters to the top?  Is there more than one person 

with your name on Facebook?  I know Matthew Burr isn’t an uncommon name.  Drive 

the content, don’t let the content drive you.     
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The Applicants Do’s and Don’ts of Social Networking 

Utilizing social networking and harnessing the tremendous advantage we can have as 

applicants can give you a leg up on the competition.  The following do’s and don’ts are 

lessons that I share with my students at Elmira College related to social networking 

during the job search and recruiting process: 

The Do’s: 

• Do understand your privacy settings and know what information is accessible to 

the public. 

• Do be professional in your updates.  Do not complain about your current 

organization, boss or professor.  Don’t swear and be aware of participating in any 

controversial topics or debates.  Social networks are known to be controversial. 

• Do join, follow, or like organizations that interest you.  Interact with their social 

networks. 

• Do create a comprehensive and complete LinkedIn profile.  This is the only social 

networking site that I review for applicants and it will impact decisions that I 

make during the hiring process. 

• Do network and build relationships on LinkedIn. 

• Do follow thought leaders and subject matter experts in your field on social 

networking sites. 

• Do retweet industry specific information, to establish yourself as a subject matter 

expert. 

• Do remove any tagged information that you find inappropriate.  When I used 

Facebook for personal use, I did this many time.  I didn’t want it in my history or 

on my page.  
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• Do add a disclaimer in your Twitter bio that the views in your profile are your 

own, not your current employer’s. 

• Do ensure your personal WordPress or blog site is easy to use, organized and 

privacy settings are reviewed. 

• Do provide links in your resume or CV for the organization.  Again, if you’re 

proud of what you’ve accomplished, communicate it, show it off.  The links to all 

of my social networks are at the top of my CV.   

The Don’ts 

• Don’t have questionable pictures and posts on any social networking site.  

Remove pictures that could raise concern or questions. 

• Don’t make your LinkedIn picture a holiday picture a selfie in your vehicle.  

Professional pictures are the only option for LinkedIn and Twitter, if you are 

using it as an expert in your field.  Professional pictures are a minimal cost but 

necessary for a LinkedIn profile. 

• Don’t tweet, blog or post first and think later.  Remember, less said (or written), is 

better defended.  I learned this early in my career and the advice is sound.  We all 

make mistakes in the heat of the moment.  Don’t make a mistake on a social 

networking site that can impact you for years and years, or let it become a pattern 

of behavior. 

• Don’t create separate accounts for personal and professional use.  Remember 

Google.  A quick search will find any and all accounts. 

• Don’t let your WordPress or blog site be unorganized or cluttered. 

• Don’t not include links or information in a cover letter related to your social 

networks, especially if they are career relevant. 



 10 

 

Again, drive the content, do not let the content drive you.   

 

What’s in it for the Employer?  Risks and legality. 

Social networks can provide information not pertinent to the recruiting process. “When 

surveyed in 2013 about why they decided not to use social networking sites for candidate 

screening, 74 percent of organizations said they were concerned with legal risks or 

discovering information about protected characteristics when perusing candidates’ social 

media profiles…. For example, from a candidate’s picture, an employer may learn his or 

her likely race, approximate age and more. People also commonly post personal 

information such as medical or family problems.”5  If this information does impact the 

hiring decision, an applicant could potentially have a discrimination claim against the 

employer for making a decision based on illegal information or implicit bias. 

 

Laws and regulations vary from state to state and continue to evolve, on the use of social 

networks when reviewing an applicant.  For example; “California: Prohibits employers 

from requiring or requesting employees or applicants to disclose their username or 

password for their social media account, and also prohibits employers from requiring the 

employee or applicant access his or her social media account in the presence of the 

employer. However, employers may make a reasonable request that an employee divulge 

personal social media account information, as is relevant to an investigation of employee 

misconduct… Illinois: Bars employers from demanding employees or applicants reveal 

their usernames or passwords linked to social networking sites; also prohibits employers 

from forcing employees to display their social networking profiles for review… 



 11 

Utah: Generally prohibits employers from requesting information related to personal 

Internet accounts, including usernames and passwords; allows employers to investigate 

specific information on the employee’s personal Internet account to ensure compliance 

with certain laws.” 6 

 

As of 2015, there are 22 states that have a variety of laws regarding social networks, 

password requests and how social networks can be utilized during the recruitment process 

and during the employment relationship.  Employer’s should be cognizant and 

knowledgeable on the local and state laws that can impact employment decisions based 

on social networking information.   

 

As a graduate student at the University of Illinois School of Labor and Employment 

Relations, I had the tremendous opportunity to interview with the Microsoft Corporation.  

During the interview they communicated to all applicants, that they would be reviewing 

social networks as part of the recruitment process.  Not all organizations are that specific 

or clear on social network reviews.  I have been told stories of CEO’s demanding that 

current employees login to their personal Facebook accounts for the CEO to review an 

applicant’s Facebook page.  This is practice I strongly oppose and one that organizations 

should not be utilizing as part of the social network review.   

 

During the recruiting process, hiring managers and organizations might not review every 

job applicant social networking platforms, therefore, creating a consistently inconsistent 

process.  If an organization does review social networks during the recruitment process, 

develop policies, procedures and processes to ensure all applicants backgrounds are 
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screened for additional information on social networking sites; consistently, thoroughly, 

and fairly.  I would recommend an HR professionals or recruiters check the content on 

social networks and conduct the Google searches.  I was recently at a Chamber event and 

discussed the social networking review with a small business owner.  “The first thing I do 

is review their social networks.”  We discussed the risk associated with these checks, the 

business owner had not considered the risks of seeing implicit bias information; race, age, 

religion, gender, disability, veteran status, political beliefs, etc. or any other information 

that could be seen as discriminatory if the person was not hired.  

Before embarking on social network checks; benchmark other organizations, understand 

their process, consult legal (if appropriate) and develop a sound, consistent and effective 

process for your organization.    

 

Source Reliability, that is the Question 

There are thousands of fake profiles and websites in existence today.  Reviewing 

incorrect profiles/websites could provide inaccurate information regarding an applicant 

and the organization could potentially run the risk of discrimination, through decisions 

made based on inaccurate or false information.  “According to research, there are now 

11% MORE fake social media accounts created for fraudulent purposes just from the 

years 2014 to 2016 alone…It’s a common occurrence, and in fact 2-3% of all Facebook 

accounts, or somewhere in the neighborhood of 60 million, are fakes.”7  This calls into 

question our ability to thoroughly and accurately check someone’s online presence.  Is 

the information source reliable?  Are we reviewing the correct profile?  Are we at risk for 

reviewing the wrong person?  When I used Facebook for personal use, there were dozens 

of people named Matthew Burr.  A Google search generates the same number of 
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Matthew Burr’s.  Ensure that the correct profile(s) are being reviewed, focus on the 

applicant’s posts, tweets, likes or update.  If an HR professional or recruiter does find 

inappropriate content on a social network, I recommend that an organization address the 

concerns with the applicant, prior to making a hiring decision.   

As an HR consultant, I personally review LinkedIn, that is the only social network I will 

review as part of the hiring process, unless the applicant provides additional information 

regarding social networks to me during the recruitment process.  LinkedIn does impact 

my decision to move forward with an applicant.  This provides me a more in-depth view 

of the applicant, other than a resume.  The additional time it takes to review social 

networks slows down my process and I personally see no added value in the process.  

However, this is my opinion and not all HR professionals and organizations have the 

same opinion as me.  Know the organization and recruitment processes they use.  An 

internet search on recruitment process for organization X, will provide more than enough 

information. 

 

The Future and Beyond 

Social networking platforms continue to grow in popularity, globally.  In January of 2017 

(updated April 2018), Statista ranked the number of active users globally, on social 

networking sites: 
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8 

With the explosion of social networking and changing dynamics of the workforce, social 

networking reviews by organizations will continue to grow in popularity.  “Today, 

Millennials account for 36 percent of the U.S. workforce, according to the Bureau of 

Labor Statistics, and they will account for 75 percent of the global workforce by 2025. 

Given that this group of employees have grown up actively communicating via myriad 

social media sites and devices, the use of social media is a workplace trend with staying 

power for the foreseeable future.”9   

Conclusion 

Social networks have created new opportunities for individuals to interact with 

organizations on an individual basis.  We all have the tremendous opportunity to create 

content and drive the content on these networks.  Take advantage of these opportunities 

and use it to your advantage.  Answer the so what question, with great content and 

brilliant online presence.   
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I wrote earlier in the article about my person social networking presence.  Just to clarify, I 

use WordPress, Twitter, LinkedIn, iTunes Podcast (not a social network) and Facebook.  

All of these platforms are used for my consulting business, areas of research and to 

market my book on student loan debt.  I do not use Facebook for personal use, in fact I 

don’t use Facebook at all.  I have a marketing person manage my consulting Facebook 

page.  All the links to my social network presence, website, and college website are listed 

at the top of my CV (resume) for any employers or future clients to review. 

  

Be transparent, know what is on your social networking pages and assume employers will 

review.  Good luck in your job and recruiting processes! 

 

- Mathew W. Burr, MBA, MHRIR, GPHR, SHRM-SCP, SPHR 

Burr Consulting, LLC 

Blog: What’s New in HR 

iTunes: The Upstate HR Podcast 

Facebook: Burr Consulting, LLC 

LinkedIn: Burr Consulting, LLC 

Twitter: @Burrconsulting 
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