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1. What are social media assessments? When and how are they used? 

Social media assessments are assessments carried out on information from the social media of 

candidates for jobs. They are used for a variety of reasons including assessing the suitability of a 

candidate, their job skills, the likelihood of fitting into a company, etc. (p.271). 

2. Why do Roth et al call for further research into social media and its relationship to the 

process of selecting and hiring staff? 

The article begins by outlining broad social media usage across much of the world and argues that, 

as a result of this, employers see this as a resource to tap into in order to assess the suitability of 

candidates for job vacancies. However, what sort of information employers are looking for is not 

always clear, and there are no standardized ways in which this information is collected and 

understood. In addition to this, social media and its relationship to the staff selection process is not a 

current focus of research so there is little data to confirm or disprove whether assessments like 

these are useful to employers.  

Roth et al go on to outline how research into social media and research that can help us understand 

social media’s relationship to the selection process fall into a variety of different academic disciplines. 

Therefore, areas other than those related to business studies research also need to be explored in 

order to understand the relationships and interconnections at work here. (p.271) 

3. What are some of the problems the article raises with employers using social media to 

assess the suitability of a job candidate? 

Roth et al outline some of the problems with using social media to assess the suitability of a 

candidate (p.271-272). Social media is a medium primarily for interactions between friends 

(although they later explore ‘professional’ platforms too, discussed in more detail in Q5) and as a 

result are not designed for users to specifically post job-specific information. This makes the process 

of developing a structured method of assessment difficult. Unstructured methods of assessment are 

unlikely to be useful (see Q6 for more on this.) 

4. What sort of data currently exists in this area? 

Roth et al point to a few studies that have explored the connections between staffing and social 

media (p.272-273). Data in these areas is limited and this highlights their call for further research to 

be carried out.  

5. What do Roth et al propose potential areas of research in studying the way companies use 

social media assessments on potential employees? 

Throughout the paper Roth et al explore 9 ‘propositions’ or key areas on which future research could 

be focused. In doing so they explore a range of areas, issues, and problems which may have an 

impact on potential staff and/or companies when social media assessments are used to inform 

decision about candidates for jobs. 
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They include a broad overview of these propositions and the sorts of questions that they may help 

us to resolve on p.289. And go into more detail in the following areas: 

 Missing information – they explore existing research which suggest that assessors 

make assumptions, not just from information available, but from information that is 

missing. When this is applied to social media assessments they give examples of 

what employers may infer from information that is missing (p.273). Overall, they 

argue that employers may devalue candidates if their social media accounts do not 

mention particular areas.  

 Negative information – research into impression management suggests that 

negative information has a bigger weighting than positive information. They go on to 

point to research on beliefs, arguing that perspectives on behaviour are often made 

in accordance with the beliefs of the individual. This could lead to employees being 

“screened out” for what is perceived to be negative behaviour. In addition to this, 

they suggest that the type of social media a person has also make a difference to 

these positive/negative assumptions about a candidate.  

 Excessive information – they point to a number of studies in psychology where the 

more information a potential employer received about a candidate, the less likely 

they were to make an informed decision about said candidate. Factors like gender, 

ethnicity, marital status, age, sexuality, etc., may be available through social media 

in ways they are not on an application form or at other parts of the selection process. 

Therefore, employers risk having unconscious biases about the candidates. More 

about this on p.284. 

 Structured approaches vs unstructured approaches and types of platform used — 

they argue that structured approaches towards gathering information on social 

media are more likely to be useful than unstructured approaches, and that the 

platform used is also important. Linkedin information is more likely to be useful than 

Facebook information. However, even information from social media that it aimed 

at professional use comes with problems. (p.282) 

 Inequalities – propositions 6 (p.283), 7 (p.285), and 8 (p.286) present and discuss 

evidence of the ways in which some inequalities could be intensified by social media 

assessments. Age, race, and gender discrimination are likely to be reinforced by 

companies using social media (see Q9 for more detail here). 

 Applicant reactions – the final proposition asks for further exploration into the way 

applicants will potentially react to their social media information being used to 

assess their suitability for a job (p.288). Roth et al predict that reaction to this will be 

mixed and that younger people will worry about this less than older people.  

 

6. What sort of information is/should be used about candidates in social media assessments? 

How should it be used?  

While their propositions (see Q5) highlight some of the difficulties of using information from social 

media in order to assess candidates, they also discuss the potential benefits and limitations to 

methods that could be used to approach this sort of information (p.278) 

 Huffcut’s taxonomy for measuring constructs in interviews —  which they outline as 

assessing cognitive ability, knowledge and skills, personality tendencies, applied 
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social skills, and finally interests, organizational fit and physical attributes. They 

argue that assessing whether an individual will ‘fit’ a company is a motivating factor 

in using social media in the first place. 

 Marker test approach – social media information is cross-referenced with other 

types of information used to assess a candidate in order to find a correlation. One of 

the downsides of this being that missing information, not having certain types of 

social media, etc., (Q5) may be a factor in judgements made.  

 Structural approaches – the information on social media often lacks the structure of 

other types of candidate assessment that are used to ensure fairness between 

candidates.  

 

7. Roth et al state “We are not generally optimistic about the validity of current methods for 

conducting SM assessments…” (p.281) Why is this? 

Roth et al argue that there is currently no research linking social media assessments to: 

 Job performance. 

 ‘Withdrawal behaviours’ – being late, not turning up for work, not performing well in the 

role, etc. 

 ‘Counterproductive’ behaviour – such as theft.  

In addition to this, they argue that whilst the purpose of social media platforms being used to assess 

candidates is important, those which are used for social interactions are less useful than those used 

for professional purposes — but even these are problematic.  

8. What does this paper suggest about the use of interdisciplinary research?  

This paper draws on research from a range of disciplines and demonstrates how sharing findings 

across disciplinary boundaries is a helpful way to advance our understanding and knowledge of areas 

of study.  

9. Why is internet access an important area to consider? What types of inequality are likely to 

pervade through a focus on digital information? 

As Roth et al outline in their propositions, employers using social media assessments are likely to 

make judgement on candidates whether or not there is information available (see missing 

information Q5). Therefore, who has access to the internet is an important consideration for 

researchers in this area. They discuss ways in which some inequalities are likely to be heightened 

– white people are more likely to have internet access than black people, young people are more 

likely to have internet access and use social media than older people, gender differences and 

biases are likely to be reinforced through social media assessments. Therefore, the use of social 

media assessments poses ethical questions for employers over whether they are treating 

candidates equally.  

10. Do the authors think social media assessments should be used? If so, what do they suggest 

about how? 

Overall Roth et al think that social media assessments should be avoided unless there is job-

specific information available (p.290) and even then suggest that employers proceed with 

caution. If employers do use them, they suggest (p.291-292): 
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 Organizations gather evidence to support the use of these types of assessment 

 Assessments should be related directly to job specific information 

 Employers should focus on sites that are used for professional purposes 

 The assessment should be structured 

 Assessors should be trained 

 Think about whether social media information should be shared with interviewers 

 

Seminar questions 

It would also be helpful here to get students to think about their own social media use and how 

information here might be used by potential employers.  

1. Which social media platforms do you use? 

2. What sort of information from these is publicly available? 

3. How do you think this might be used by potential employers? What does this information 

say about you? 

4. Would knowing that potential employers are likely to use this information change the way 

you use these platforms? 

5. What are some of the problems (either from the article or your own thoughts) with 

employers using this sort of information? 

6. Would you work for a company who had researched you online/assessed your social media? 

7. Would you hand over passwords for social media accounts (as discussed in the textbook 

p.298)? 

8. Are social media assessments any different to other informal ways of researching candidates 

(as discussed in the text book p.298)? 

9. Is not having social media accounts an option for individuals looking for a job (think about 

the arguments the paper presents over employers making judgements regardless of 

whether information is available)? 

10. Are all employers likely to use social media assessments in the future? Can you think of 

sectors that might be more likely to use these? 

 

 

 

 

 

 

 


