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ABSTRACT

Withtheproliferationofsocialmedia,jobcandidatescreeningandevaluationprofessionalshave
newavenuestogatherinformationregardingjobcandidates.Jobcandidatesrecognizethatrecruiters
willexaminetheirsocialmedia,andtailortheirprofilestofosterapositiveimpression.However,
recentpopularpressnewssuggeststhatsomeemployersaretakingsocialmediascreeningtomore
invasivelevels.Thisstudyseekstoevaluatehowjobcandidatesrespondtosocialmediascreening
fromrecruiters.Usingascenario-basedexperimentwith290subjects,theauthorstestedrelationships
betweencandidatecharacteristicsandtrustintherecruiteraswellashesitancytoacceptanoffer.
Thisresearchfoundthatunderallconditions,trustreduceshesitancytoaccepttheofferandthat
agereducestrustinthecompany.Further,thisarticlefounddifferencesintherelationshipsbetween
privacyprotectioncompetence,socialmediaproductionandtrustingstanceontrustinthecompany
basedonthelevelofsocialmediascreening.
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INTRODUCTION

AccordingtoAral,Dellarocas,andGodes(2013,p.3),SocialNetworkingSites(SNS)“represent
oneof themost transformative impacts of information technologyonbusiness, bothwithin and
outsidefirmboundaries.”SNSareprimaryamongthetechnologieswhichcompriseWeb2.0,which
hasempowerednon-technicaluserstocreateweb-basedcontentwithonlyminimaleffortandno
financialcost.TheuseofSNShasgrownsubstantiallyoverthepastdecade(Dewan&Ramaprasad,
2014;Pham,Tran,Thipwong,&Huang,2019),andasSNSusecontinuestogrow,newusesforthe
informationthattheycontainarebeingdiscovered.

HumanResource(HR)professionalsareamongthoseturningtoSNSinordertoaugmentthe
effectivenessoftheirefforts.WhilejobrecruitershavebeenusingSNStoattractpotentialemployees
forsometime(Gibbs,MacDonald,&MacKay,2015),HRprofessionalsareincreasinglyusingSNS
toscreencandidates.Thisraisesanumberofinterestingresearchquestionsrelatedtoprivacyconcern
andtrustformationamongjobcandidates(Suen,2018).

AccordingtotheBureauofNationalAffairs(2000),thetopthreeprioritiesofHRprofessionals
hasbeentherecruiting,selectionandplacingofnewemployeesforover15years.Recruitersare
facedwithacomplexsearchandoptimizationproblemunderuncertainty:theymustattempttomatch
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theskillsetsofjobcandidateswiththeskillneedsoftheirorganization,whileconstrainedbytheir
abilitytoattractcandidatesandconstrainedbyuncertaintyabouttheabilityandmotivationofany
candidatetoperformtheactivitieswhichtheorganizationneedstobeperformed.

Whiletherecruitersarelikelytohaveastrongsenseoftherequirementsofthejobswhichthey
areattemptingtofill,themajorityoftheuncertaintythattheyfaceisintheabilityandmotivationof
eachcandidate(Furner&George,2009).Intheinterestofsecuringoffers,jobcandidatesendeavor
topresentthemselvesinthemostpositivelightpossible,oftentimesengagingindeception(Weiss&
Feldman,2006).Increasingly,recruitersareusingthesocialmediaprofilesandactivitiesofcandidates
asameans toreduceuncertaintyabout thecandidates(Brown&Vaughn,2011).ThroughSNS,
recruitersmaybeabletodetermineifthejobcandidatespendstheirfreetimestudying,volunteering,or
engaginginrecreationalbehavior.Recruitersmayalsoobservetherelativestabilityofthecandidate’s
personalrelationships,theiruseofdrugsandalcohol,ortheirproclivitytouselanguagewhichmight
notreflectwellonthecompany.Indeed,afewstorieshaveindicatedthatrecruitershaveevengone
sofarastorequesttheSNSpasswordsofindividualsapplyingforjobs(e.g.O’Dell,2012).

Jobcandidatesarealsofacedwithacomplexoptimizationproblemunderuncertainty.They
attempttoelicitoffersfrommultiplecompanies,thenmaketradeoffsbetweencompensation,potential
careergrowthopportunities,andpotentialjobsatisfaction.Assessingpotentialcareergrowthand
satisfactioniswroughtwithuncertainty,andassuch,jobcandidatesformattitudesabouttheemployer
basedontheirlimitedinteractionswithrecruitersandmanagers.Inthisscenario,trustbecomesa
factorofprimaryimportancetothejobcandidate,asitinfluencestheirproclivitytoacceptordecline
ajoboffer(Celani,Deutsch-Salamon,&Singh,2008).Giventhedynamicandevolvingnatureof
SNSusebyindividualsandorganizations,itisnosurprisethatresearchontheareaisstillimmature.
Indeed,Kluemper,Davison,Cao,andWu(2015p.61)contendthatthestudyofthetopic“hasbeen
substantiallyoutpacedbyorganizationalpractice.”Assuch,Kluemperetal.(2015)directlycalled
foraresearcheffortdevotedtounderstandingtheuseofSNSinjobcandidatescreening.Thisstudy
representsafirststepinansweringthatcall.

Ourresearchquestionismotivatedbythelackofunderstandingabouttheeffectofrecruiter
collectionofSNSinformationabout jobcandidateson thecandidate’s trust in theemployerand
willingnesstoacceptajoboffer(Drake,Hall,Becton,&Posey,2016).

RQ1:Howdoesarecruiter’srequestforsocialmediainformationinfluenceajobcandidate’strust
intheemployerandhesitancytoacceptajoboffer?

WithinHRresearch,manystudieshavefocusedontheeffectsofrecruiterbehavioron trust
formation,withlittleattentiongiventothecharacteristicsofthejobcandidate(e.g.Celanietal.,2008;
VanDeMieroop,2018).Individualsdifferintheirproclivitytotrustandintheirexpectationsabout
privacy(Belanger&Crossler,2011;Drake,2016;Keith,Babb,Furner,Abdullat,&Lowry,2016).
WewillarguethattheSNSproficiencyofacandidateandtheirreactiontorecruiterSNSinformation
seekingimpactstrustintheemployer.Thedynamicsofprivacyperceptionsandtrustformationasthey
relatetoSNSandjobperformancearecomplexandincreasinglyrelevantasmorepeopleuseSNS
tointeract(Poncy,Kim,Ramos,&Lopez,2017).Also,espousednationalculture,andinparticular
uncertaintyavoidancehavebeenshowntoinfluencetrustinanumberofcontexts(Furner,Racherla,
&Zhu,2014),includingprivacy(Belanger&Crossler,2011)andwithinajobinterviewcontext
(Furner&George,2012).Oursecondresearchquestionismotivatedbythesefindings:

RQ2:Whatindividualcharacteristicsinfluenceajobcandidate’strustintheemployersandhesitancy
toacceptjoboffers?
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This study proceeds as follows: In the subsequent section, relevant literature related to job
candidatescreening,jobfit,trustinapotentialemployer,uncertaintyreductiontheoryandsocial
mediaarediscussed.Next,amodeloftrustinanemployer,basedoncandidatecharacteristicsas
wellassocialmediascreeningtypeisdeveloped.Thismodelisthentestedandthemethodology,
analysisandresultsarepresented.Theresultsarethendiscussedintermsoftheoreticalandpractical
importance,andsummarizingremarksconcludethepaper.

LITERATURE REVIEW

Bateson, Wirtz, Burke, and Vaughan (2014) note that organizations devote extensive effort and
resourcestoevaluating,selectingandnegotiatingwithjobcandidates,sincetheconsequencesofa
poorhirecanbesubstantial.AccordingtoKristof-Brown(2000),jobcandidatescreeningisconducted
withthegoalofmaximizingbothperson-jobfit(P-Jfit)aswellasperson-organizationfit(P-Ofit).
AssessingP-Jfitinvolvesmatchingthequalificationsofjobapplications(theirknowledge,skilland
attitudesorKSA)withjobrequirements.Jobrequirementsarefurnishedbyhiringmanagers,while
KSAqualificationsareprovidedbycandidates,largelyfromtheirresumes(Lauver&Kristof-Brown,
2001).However,P-Ofitismoredifficulttoassess,asitrequiresrecruiterstomakejudgmentsaboutan
individual’scharacterandpersonality(Sekiguchi,2004).Evaluatingcandidatesintermsofpersonality
andcharacterisdifficult,assubstantialuncertaintyexists.Indeed,assessingKSAinvolvessomedegree
ofuncertaintytoo,asresearchindicatesthatalargenumberofjobcandidatesembellishoroutright
lieabouttheirqualificationsontheirresumesandcoverletters(Barrick,Shaffer,&DeGrassi,2009;
Furner&George,2012;Levashina&Campion,2009).Indeed,LevashinaandCampion(2009)report
thatofthe5.8millionresumesexaminedbyplacementfirmADP,41%hadfactualerrorsrelatedto
education,experienceorcredentials.Studieshaveevenpointedtoimpressionmanagementduring
interviews(Chen,Wen-FenYang,&Lin,2010).Overcomingthisuncertaintytoeffectivelyevaluate
P-JandP-Ofitisaprimarygoalofrecruiters.

UncertaintyReductionTheory(URT)(Berger,1979)contendsthatwhenindividualsarefaced
withadecision involvinguncertainty (suchas recruitersevaluating jobcandidates), theyengage
ineitherpassive(observation)oractive(informationseeking)strategiestoreduceuncertainty.HR
researchers have identified a number of both passive and active uncertainty reduction strategies
employedbyrecruiters (Ollington,Gibb,&Harcourt,2013). Inexploring theuseof technology
inhiring,ChapmanandWebster(2003p.113)findthat“theuseofHRtechnologiesisinastate
offluxwithmostorganizationscontinuing touseamixof traditionaland technology-basedHR
methods”forcandidatescreeningandselection.WhilemorethanhalfofhotelchainsuseSNSfor
jobcandidaterecruitment(Gibbsetal.,2015),moreandmorearelookingatthesocialmediaprofiles
ofjobcandidatestoevaluatetheirappropriatenessforthejob.WiththeproliferationofSNS,passive
observationof several candidate characteristicswhichwerepreviouslydifficult to assess isnow
possible.AsSlovenskyandRoss(2012)pointout,individualstendtouseSNSforpurposesother
thanseekingemployment,andassuchrecruitersviewSNScontentasmore“honest”and“valid”
(p.57)thanresumes.

ThecontentthatcandidatescreateusingSNSmaybeusefulforrecruitersseekingtoreduce
uncertaintyabouttheP-Ofitofthecandidate(Suen,2018)aswellasfordecodingKSA.Forinstance,
someSNSusersmakepublicconversationsandpicturesrelatedtoexcessiveuseofalcoholoreven
illegaldrugs.OtherusersengageinargumentswithsignificantotherspubliclyonSNS,whichrecruiters
mayviewasanindicationofinstabilityandunreliability.ManySNSusersuseSNStoespousepolitical
opinions(Hunter,2011)whichrecruitersmayfearwillnotreflectwellontheircompany.Besidesthe
redflagsthatSNScontentmayraise,informationgleanedfromSNSprofilescanreinforcerecruiters’
positiveevaluationsofjobcandidates,forinstancewhenacandidatecommentsonhowhardthey
workandstudyorindicatethattheyexperiencesatisfactionwhentheyaccomplishagoal.
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RecruitersareincreasinglyusingSNStoscreenjobcandidates(Kluemper,Rosen,&Mossholder,
2012;Ollingtonetal.,2013)aswellasadmitingcandidatesformanagementcolleges(Vatamanescu
&Constantin,2015).ScreeningSNSis less timeconsumingandlesspronetosociallydesirable
distortionthantheextensivepersonalityteststypicallyemployedbyrecruiterstoassessP-Ofitand
KSA.Indeed,thosepersonalitytestscanbe“gamed”bycandidates,whocanrespondinsuchaway
astomakethemselvesappeartobeagoodfit(Ziegler,MacCann,&Roberts,2011).Accordingtoa
2009surveybyCareerbuilder.com,45%of2600surveyedrecruitersindicatethattheyusetheSNS
ofcandidatestoreduceuncertaintyaboutthem(Grasz,2009).Thiscomparesto22%in2008.Indeed,
Rowell (2010) finds that70%ofemployers surveyed indicate that theyhad rejectedacandidate
becauseofhis/herFacebookactivities.WhilethepubliclyavailableinformationcontainedinSNS
isvaluable,jobcandidatesarebecomingmoreawareofthis,andarecraftingtheirprofilestocreate
apositiveimpressioninrecruiters(Dutta,2010).Jobcandidateshavelongengagedinimpression
managementintheirresumesandcoverletters(Barricketal.,2009),andsavvyjobcandidatescan
useSNSasonemoretooltoaugmenttheirimpressionmanagementefforts.Onewaythatcandidates
canuseSNSforimpressionmanagementandstillusethemfortheirinitialpurposeistocontrolwhat
recruitersseeonSNSbyrestrictingwhocanviewthecontentoftheirprofilestothosewhomthey
identifyasfriends.Fortherecruiter,thismitigatestheuncertaintyreducingpotentialofSNS,asthey
arenotprivytothefullbodyofSNScontentcreatedbythecandidate.

Asrecruitersbecomeawareofcandidate’suseofimpressionmanagementviaSNS(Slovensky
&Ross,2012),somehavebeguntoaskcandidatestoconnectwiththemonsocialmedia(Smith
&Kidder,2010),allowingtherecruiterstoseenon-publiccontentgeneratedbythecandidateand
theirconnections.However,evenifthecandidatedoesconnectwiththerecruiter,thecandidatestill
hassomedegreeofcontroloverwhatcontenttherecruitersees.Inordertoovercomethishurdle,
afewrecruitershaveturnedtorequestingthatjobcandidatesprovidetheirSNSpasswordsinorder
tobeconsideredfortheposition(O’Dell,2012).ShouldacandidateprovidetheirSNSpasswords,
recruiterswillhaveaccesstothatcandidate’shiddengroupmemberships,privateposts,andpersonal
messagecommunications.Thisinformationwouldservetheinterestoftherecruiterverywell,asit
wouldbeveryeffectiveatuncertaintyreduction,however,manyjobcandidatesmayviewthisdegree
ofaccessasapotentialinvasionofprivacy.

Thisstudyseekstounderstandhowacandidate’sconstrualofthedegreetowhicharecruiter
violatestheirprivacywillinfluencetheirtrustingbeliefsaboutthatemployer.Trustintherecruiter
hasbeen shown to influence jobacceptancedecisions inanumberofother studies, and several
employer,recruiterandsituationalfactorshavebeenshowntoinfluencetrustingbeliefs.Forexample,
Saks(1989)examinestheinfluenceofrecruitercharacteristicsonjobofferacceptance,andfind
thatwhenrecruitersgiverealisticjobpreviewstothejobcandidates,candidatesaremorelikelyto
accepttheoffer,evenwhenthepreviewislessdesirable.Theynotethatthisfindingisconsistent
withFisher,Ilgen,andHoyer(1979),whoattributethiseffecttothecandidates’perceptionofthe
recruiter’strustworthiness,knowledgeandcredibility(Fisheretal.foundthatrecruiterswhoprovide
unfavorablewritteninformationaboutthejobpositivelyinfluencesperceptionsoftrustworthiness).
Whileafewauthorshavearguedthatrecruitertrustcaninfluencecandidates’offerselection(Celaniet
al.,2008),anumberofstudieshavetiedemployertrusttoavarietyofemployeeoutcomes,including
motivation(Eskildsen&Dahlgaard,2000)performance(KurtT.Dirks&Ferrin,2002),satisfaction
and commitment (Kurt T Dirks & Ferrin, 2001), and knowledge sharing (Mooradian, Renzl, &
Matzler,2006).Thislineofresearchmakesitclearthatfacilitatingtrustintheemployerearlyinthe
interviewprocessisnotonlyintheinterestoftherecruiter,butalsointheinterestoftheorganization.

Employertrustworthinesshasbeenattributedtotheextenttowhichapotentialemployerisseen
asinvasivebyjobcandidates.Anumberofstudiesontheprivacyperceptionsofjobcandidateshave
indicatedthatjobcandidatestendtoreactnegativelytorequestsforinformationfromrecruiterswhich
arenotrelatedtothespecificperformanceofthejobtheyareapplyingto(i.e.P-Jfit).Forexample,
Mael,Connerley, andMorath (1996)demonstrated that jobcandidatesviewquestions regarding
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intimacy,religion,personaltraumaticeventsandbiodataas“invasive.”Indeed,researchershavelong
beenconcernedabouttheinvasivenessofselectionprocedures(Duffy,1982).

Suen(2018)usesperceptionsofproceduraljusticeandcontroltoinvestigatejobcandidates’
attitudesregardingSNSscreening,andultimatelywithdrawintention.Usingasampleof201employed
FacebookusersfromTaiwan,Suenfindsthatjobcandidateswhoexpressstrongerfeelingsofcontrol
oftheirSNSinformationalsoreportweakerfeelingsofprivacyinvasion.Suenalsofindsthatwhen
jobcandidatesareinformedthatSNSscreeningwilloccur,theyhavestrongerfeelingsoffairness
andlowerintentiontowithdrawfromthesearchthanthecandidateswouldiftheSNSscreeningwere
doneinsecret.WhileSuen’sstudyprovidesafoundationforours,ourstudydiffersinanumberof
ways.Primarily,Suenusesself-reportedfeelingsofcontrolasanindependentvariable(theitems
usedmeasuredtheparticipantsperceivedknowledgeofprivacysettingsonFacebook),whilewe
manipulatethelevelofsocialmediascreening.

While the influence of employee trustworthiness on job candidate’s hesitancy to accept an
offerhasbeenwellstudied,therecencyofthesocialmediascreeningphenomenonhasledtothe
developmentofanewandincreasinglyrelevantareaforstudy.Inthenextsection,wedevelopa
modeloftrustintheemployerandjobofferacceptancehesitancy,whichisdeterminedbyfourjob
candidatecharacteristics,andmoderatedbyemployersocialmediascreening.

MODEL AND HyPOTHESIS DEVELOPMENT

Recruitershavetobalancetheirowninformationseekingneedswiththeirabilitytonotonlyattract,
butalsopersuadequalifiedjobcandidatestoacceptanoffer.Withthegoalofassistingrecruitersin
understandinghowtheirespousedsocialmediascreeningactivitiesinfluencecandidates’trustand
hesitancytoacceptanoffer.Weanswerourresearchquestions,byconstructingamodelwhichconsists
offivehypothesizeddirectrelationships,alongwithfiveadditionalhypothesesmoderatedbythree
requesttypesofsocialmediascreening(requesttoviewpublicinformation,requesttoconnect,or
requestforpassword).ThismodelisillustratedinFigure1.

Hypotheses
Trustinanemployerchangesovertimebasedoninteractionsandobservations(DeCremer&Tyler,
2007).Ingeneral,employeeswithfeweryearsofservicehavehigherlevelsoftrustthanemployees
withmoreyearsofservice(Nichos,Danford,&Tasiran,2009).Theyoungergenerationhasgrownup
withsocialmediaintegratedwiththeirlivesandareusedtosharinginformationandcommunicating
broadly. This technological competency leads younger job candidates to trust employers more
implicitly.Assuch,wehypothesize:

H1:Theyoungerajobcandidate,themorelikelytheywilltrustanemployer,regardlessofsocial
mediarequesttype.

Youngerjobcandidates,withanincreasedusageofsocialmediaforcareerplanning(Poncy
etal.,2017),becomelesssuspiciousofemployerrequestsforpersonalinformation.Assuch,we
predictthatthescreeningrequestswillhavealesserimpactontheirtrustintheemployer.Olderjob
candidatesaremorelikelytohavewitnessedcaseswheretoomuchinformationsharinghasimpacted
arelationship.Assuchwepredictthatforthesecandidates,theimpactofthescreeningrequeston
trustislikelytobelarger.Further,consistentwithRobinson(1996),wepredictthattheseimpacts
willbemuchgreaterwhentrustisalreadylow.
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H1a-c:Astheageof thejobcandidateincreases,moreintrusiverequest typeswillhavealarger
impact on trust (view request-connect request, view request-password request, and connect
request-passwordrequest).

PrivacyProtectionCompetence(PPC)isbasedonRoger’s(1975)protectionmotivationtheoryand
isaperceptionofhowcompetentotherindividualsareatprotectingtheirprivacy.Itisanadaptation
ofMcKnightetal.’s(2002)competencebasedtrustingdispositionwhichwasdevelopedtomeasure
theprivacyconcernsofindividualsinotheronlinecontexts(Drakeetal.,2016).Sinceindividuals
whoscorehighonPPCbelievethatothershavetheabilitytoprotectthemfromtheharmassociated
withinformationdisclosure,wepredict that thisconfidencewillcausethemtoexperiencelower
levelsofuncertaintyandthusgreatertrustintheemployer.IndividualswithlowPPCperceptions
willexperiencefeelingsofvulnerabilitybecausetheyarenotasconfidentintheemployer’sability
toprotectthecandidates’personalinformationfromthepotentialharmassociatedwithdisclosure.
Assuch,wepredict:

H2:Anindividual’sprivacyprotectioncompetencewillincreasetrustinanemployer,regardlessof
socialmediarequesttype.

Whenanindividualbeginstoexperienceconcernthatanotherentitymightactopportunistically
andindoingso,harmtheindividual,theirtrustinthatotherentityisreduced(Morgan&Hunt,1994).
Wecontendthatthisrelationshipwillhold,eveniftheindividualbelievesthattheotherentityhasthe
capacitytoavoidthatharm.Sincewepredictthatmoreinvasiveformsofsocialmediascreeningwill
leadthejobcandidatetobelievethattheemployervaluesorganizationalsuccessmorethantheprivacy
ofjobcandidates,theemployer’sabilitytoprotectthecandidate’spersonalandsocialinformation
willnotmatterasmuchastheirmotivation.Ontheotherhand,insituationswheretheemployeris

Figure 1. Research model
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notseekinginvasiveinformation,thejobcandidatewillnotquestiontheemployer’smotivation,and
willonlybeconcernedwiththeirabilitytoprotecttheirinformation(Sampson&Lumsden,2000).

H2a-c:As the socialmedia request typebecomesmore intrusive (view request-connect request,
viewrequest-passwordrequest,andconnectrequest-passwordrequest),theprivacyprotection
competencewillbeaweakerpredictoroftrustinanemployer.

SocialMediaProduction(SMP)isameasureoftheextenttowhichanindividualcreatesnewSNS
content.Itincludeshowfrequentlyanindividualwritesonblogs,commentsonblogs,micro-blogs,
participatesinWiki-basedprojects,answersquestionsinquestionandanswercommunities,shares
contentinSNS,andupdatesSNSprofiles.Asanindividualproducesmorecontenttherearetwo
interactingeffectsontrust.First,becausemoreinformationhasbeendisclosedthroughproduction,
individualsmaybecomedesensitized toopportunistichumanbehavior.Alternatively, individuals
whoproducemorecontentinsocialmediamayhaveabetterunderstandingofprivacysettingsand
usethemmorefrequently.Consideringthatincreasinguseofsocialmediatendstoincreasetrust
ingeneral(Bohler&Drake,2017),wesuspectthatsocialmediaproductionofajobcandidatewill
increasetrustinanemployer,regardlessofthescreeningtype.

H3:Higherlevelsofsocialmediaproductionbyajobcandidatewillincreasetrustinanemployer,
regardlessofsocialmediarequesttype.

SincemoreSMPincreasesthelikelihoodthatanemployerwillfindsomethingwhichwouldhurt
thecandidate’schancesofreceivinganoffer(suchasapoliticallyoffensivepost,anembarrassing
picture,discussionofanunprofessionalactivitybyfriends,etc.),wepredictthatindividualswho
reportmoreSMPwillexperiencemoreanxietywheninformedofeachoftheSNSscreeningactivities,
andassuch,willreportlowerlevelsoftrustintheemployer.

H3a-c:Asthesocialmediarequesttypebecomesmoreintrusive(viewrequest-connectrequest,view
request-passwordrequest,andconnectrequest-passwordrequest),thesocialmediaproduction
ofajobcandidatewillhaveanegativeeffectontrustinanemployer.

Trusting stance, also referred to asdisposition to trust, hasbeen shown tobe an individual
characteristicwhichinfluencesspecifictrustoutcomesinanumberofstudies(Gefen,2000;McKnight,
Cummings,&Chervany,1998;Rotter,1971).Gefen(2000,p.728)definesitas“…ageneral,i.e.
notsituationspecific,inclinationtodisplayfaithinhumanityandtoadoptatrustingstancetoward
others.”Usingthisconstructallowsresearcherstoaccountfortrustingbehaviorsatanindividual
level,beforeintroducingsituationspecificfactorswhichcaninfluencetrust.Consistentwiththese
findings,weintendtofirsttesttheimpactofthecandidate’strustingstanceontrustintheemployer,
beforetestingtheimpactofmoreintrusivesocialmediascreening.Specifically,wepredict,consistent
withthefindingsof(McKnightetal.,1998)andGefen(2000)thattrustingstancewillincreasetrust
intheemployer,acrossalllevelsofsocialmediascreening.

H4:Thetrustingstanceofthejobcandidatewillincreasetrustinanemployer,regardlessofsocial
mediarequesttype.

Sincetrustingstancereferstoageneralproclivitytoexhibittrustingbehaviorsbeforeconsideration
ofsituationalfactors(Gefen,2000),andsincemoreintrusiveformsofsocialmediascreeningisa
situationalfactorthatispredictedtosetoffalarmsinthemindsofjobcandidates,wepredictthat
trustingstancewillhavealargerimpactontrustformationinsituationswheresocialmediascreening
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ismoreintrusive.Thisisbecauseascandidatesareaskedformoreinvasiveaccesstotheirsocial
mediacontent,theywillexperiencemoreprivacyconcerns,consistentwithStewartandSegars(2002).

H4a-c:Asthesocialmediarequesttypebecomesmoreintrusive(viewrequest-connectrequest,view
request-passwordrequest,andconnectrequest-passwordrequest),thetrustingstanceofthejob
candidatewillbeastrongerpredictoroftrustinanemployer.

Inadditiontopositioningthemselvesinthebestpossiblewaytoobtainajoboffer,jobcandidates
arefacedwithanoptimizationprobleminvolvingsubstantialuncertainty.Theymustevaluatethe
offers that receive against eachotherbased several factors, including salary,potential for career
advancementaswellasthepotentialforjobsatisfaction,allbasedonlimitedinformation.Toovercome
thisuncertainty,thecandidatemayengageinactiveorpassiveinformationseekingbehaviors.

Pavlou(2003)andMcKnightetal.(2002)notethatinane-commercecontext,trustservesas
aheuristicallowinganactortoengageinamutualinteractiondespiteuncertaintyaboutpotential
behaviorsoftheotherparty.Thisisconsistentwithfindingsinareasfromorganizationalstrategic
alliances(Das&Teng,1998)tojobperformance(Colquitt,Scott,&LePine,2007),whichviewtrust
asancatalystforactiondespiterisks.IndeedJohnson-GeorgeandSwap(1982,p.1306)contendthat
“…willingnesstotakerisksmaybeoneofthefewcharacteristicscommontoalltrustsituations.”
Wecontendthatthesesame,wellstudieddynamicswillcomeintoplaywhenajobcandidatehas
todecideiftheywanttoacceptajoboffer.Wepredictthatthosecandidatesthattrusttheemployer
willbelesshesitanttoacceptanoffer,effectivelybeingmorewillingtoactinthefaceofuncertainty
regardingtheirpotentialforjobsatisfaction.

H5:Trustinanemployerwillreducehesitancytoacceptajoboffer,regardlessofthesocialmedia
requesttype.

Wealsoproposethatwheninterviewersrequestincreasinglyinvasiveaccesstosocialmedia
information,thoseactsservetoreduceuncertaintyinthemindsofthejobcandidatesaboutthepotential
forjobsatisfaction.Specifically,themoreinvasiverequestsserveasasignalthattheemployermay
beexploitive,thattheymayvaluethesuccessoftheorganizationabovethecomfortandinterestsof
theiremployees,andthatthecompanyhasaMachiavellianculture.Weproposethatthisuncertainty
reductionwillleadtoincreasedhesitancytoacceptthejoboffer,evenwhenthecandidatereports
higherlevelsoftrustintheemployer.

H5a-c:Whenthesocialmediarequesttypeismoreintrusive(viewrequest-connectrequest,view
request-passwordrequest,andconnectrequest-passwordrequest),trustinanemployerwillbe
aweakerpredictorinthehesitancytoacceptajoboffer.

METHODOLOGy

Inordertotestourmodel,weconductedascenario-basedexperimentinwhichsubjectswereasked
topretendthattheywerejobcandidatesandhadjustcompletedaninterview.Thisexperimentis
describedinthefollowingsubsection.

Research Design
Allhypothesesweretestedusinganonlinequestionnaire,administeredthroughQualtrics.Participants
weresolicitedthroughemail.Ourtargetsamplewerejobcandidates;therefore,wecollecteddatafrom
upperlevelundergraduatebusinessmajorsandMBAstudents,becausetheywerelikelysearchingfor
jobs,wouldbesearchingforjobsinthenearfuture,orwerelikelydiscussingjobopportunitieswith
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friends.Additionally,thetargetsamplegenerallyusessocialmediamorethanthegeneralpopulation,
makingthecontextofthestudymorerelatable(Duggan&Brenner,2013).Studentswereoffered
extracreditforparticipation.

Thesurveystartedwithaseriesofquestionsabouttheparticipants’perceivedcompetenceof
professionalstoprotecttheirprivacy,theparticipantstrustingstancetowardsstrangers,theparticipant’s
socialmediausage,andtheirage.Theywerethenrandomlyassignedtooneofthreevignettes.Each
vignetteaskedtheparticipanttopretendthattheywereinterviewingforajob,andthattheinterviewer
hadinformedthemoftheirsocialmediascreeningpolicy.Thevignettescontaineddifferingtypesof
socialmediascreening,eachwithincreasinglevelsofinformationdisclosure.Inthefirstvignette,
theparticipantswereinformedthattheinterviewerwouldviewtheparticipants’publicsocialmedia
profiles.Inthesecondvignette,theparticipantswereaskedtoconnectonthesocialmediaplatform
sothattheinterviewercouldviewtheprofileinmoredetail.Inthethirdvignette,theparticipants
wereaskedtoprovidetheirusernameandpasswordtothesocialmediaplatform.

Afterbeingpresentedwith thevignette,participantswereaskedhowmuch they trusted the
employer,andiftheywouldbehesitanttoacceptanofferfromthatemployer.

Instrument Development
Thequestionnaireusedinthisstudywasdevelopedfromexistinginstrumentswhichwereadapted
toasocialmediaprivacycontext.Theprivacyprotectioncompetenceandtrustingstancemeasures
wereadaptedfromsub-constructsoftrustingdisposition(McKnightetal.,2002),setona7point
scalefromstronglyagreetostronglydisagree.TrustintheemployerwasadaptedfromSarker,Ahuja,
Sarker,andKirkeby(2011).

Socialmediaproductionconsistedofaformativeconstructof8itemsaskingaboutthecreation
of social media content on various social media platforms. Items asked about posting on social
networks;writingcommentsonsocialnetworkposts;changinginformationonawikipage;providing
answersusinga socialbookmarking site;writing, ratings, reviews,or testimonials;writingblog
posts;commentingonblogposts;andpostingonmicro-blog.Thesewerecapturedona5-pointscale
from“Never”to“VeryOften.”Becauseparticipantstendtoemphasizeoneplatformoveranother,
theconstructSocialMediaProductionwasformedbytheitemsanddidnotcovarywitheachother
(Peters,Straub,&Rai,2007).

HesitancytoAcceptwasatwo-itemmeasureassessinghowhesitanttheparticipantwouldbe
toacceptajobofferfromtheemployerif1)theyhadnotreceivedanyotherjoboffers,and2)they
hadtwoequallyappealingjoboffers(Table1).

Sample
UndergraduateandgraduatestudentsatalargeuniversityinthesoutheasternUnitedStateswere
invited to participate (seeFigure 2,Figure 3, andFigure 4). 304participants started the survey
with290usableresponses.Allparticipantswereinformedoftheirrightsasresearchsubjectsand
guaranteedconfidentialityoftheirinformation.Participantswererandomlyassignedtooneofthree
experimentalscenariosdescribedintheresearchdesignabove.

ANALySIS AND RESULTS

WeconductedouranalysisusingPLS-MGA.PLSprovidesameanstoanalyzecomplexpredictive
relationshipsbetweenlatentvariables.PLSanalysisisappropriateforsituationswithhighcomplexity
andwhentheoreticalexplanationsarescarce(Vinzi,Chin,Henseler,&Wang,2010),asisthecase
withourstudy.Ourstudyalsousesaformativeconstructwithanon-normaldistributionthatcould
notbere-specifiedinCB-SEM,requiringPLSanalysis(Gefen,Rigdon,&Straub,2011;Hair,Hult,
Ringle,&Sarstedt,2014).PLS-MGAprovidesanon-parametrictechniqueforcomparinggroups
withinPLSthatdonotcontainthesamedistributionalassumptionsthatothertestsforgroupdifferences
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exhibit(Henseler,2012).Thistechniqueprovidesameansfortestingformoderationofdirecteffects
acrossgroups.UsingPLS-MGA,wetestourmoderationhypotheses.

In order to test our hypotheses, we performed a two-step confirmation, first assessing the
outermodelforreliabilityandvalidity,thensecond,assessingtheinnermodelforeffectsizesand
significance(Chin,1998).InPLS,therearefiveteststoassessreliabilityandvalidityofreflective
constructs,1)compositereliability>.6forallconstructs,2)AVE>.5forallconstructs,3)HTMT
<0.9,4)theabsolutestandardizedouterloadings>.5,and5)allcross-loadingsshouldbelessthan
itsrespectivelatentvariable(Henseler,Ringle,&Sinkovics,2009).Allreflectiveconstructshada
compositereliability>=.60andAVE>=.50forallthreegroups(seeTable2).Thelatentconstructs

Table 1. Construct summary

Construct Operating definition Source

Age Singleitem-ageatthetimeofthesurvey Demographicdata

PrivacyProtection
Competence

Three-itemperceptionofhowcompetentanother
individualisatprotectingtheirprivacy

(Drakeetal.,2016;
McKnightetal.,2002)

SocialMediaProduction Eight-itemmeasureoftheextenttowhichanindividual
createsnewSNScontent

Newinstrument

TrustingStance Threeitemmeasureofgeneral,i.e.notsituation
specific,inclinationtodisplayfaithinhumanityandto
adoptatrustingstancetowardothers

(McKnightetal.,2002)

TrustinEmployer Seven-itemmeasureofbaselinetrustlevelinthe
employer

(Sarkeretal.,2011)

HesitancytoAccept Two-itemmeasureofhowhesitanttheparticipantwould
betoacceptthejoboffer.

Newinstrument

Figure 2. Participants’ age
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passedHTMT,ensuringdiscriminantvalidity(seeTable3).Lastly,all indicatorsexhibitedouter
loadingsgreaterthan.7andcross-loadingslessthantheouterloading(tableomittedforbrevity).
BecauseSocialMediaProductionisaformativeindicator,theoutermodelwasanalyzedwith1)

Figure 3. Participants’ gender

Figure 4. Participants’ education
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redundancyanalysisdemonstratingR2>.64,2)allitemsmustexhibitaVIFbetween0.2and5,and
3)allitemsshouldhaveanouterloading>5orshowsignificance(Hairetal.,2014).Theredundancy
analysispassedwithR2=1.0showingconvergentvalidity.Afterperformingthediscriminantvalidity
analyses,threeitemswereremoved.Thevaluesoftheremainingitemspassedthediscriminantvalidity
tests,summarizedinTable4.

Followingourvaliditychecks,wetestedthepathmodel,firstwithgenderasacontrol.Gender
showednosignificantrelationshipwiththedependentvariables,soitwasomittedfortheremainder
oftheanalysistoavoiderroneousinfluence(Spector&Brannick,2011).Significanceofthepath
estimateswascalculatedusingabootstrapwith5000re-samples.Table5summarizesthetestof

Table 2. Means, Standard Deviations, Reliability, and AVE for constructs in each experimental group

Latent variables Measure View request Connection request Password request

Privacy Protection 
Competence

CompositeReliability .865 .898 .902

AVE .684 .746 .755

Mean 4.69 4.66 4.70

St.Dev. 1.17 1.18 1.18

Social Media 
Production

CompositeReliability N/A N/A N/A

AVE N/A N/A N/A

Mean 2.14 2.08 2.08

St.Dev. 0.60 0.68 0.67

Trusting Stance Compositereliability .905 .785 .917

AVE .761 .575 .786

Mean 3.71 3.86 4.12

Std.Dev. 1.38 1.22 1.37

Trust CompositeReliability .934 .944 .954

AVE .671 .705 .748

Mean 4.36 4.15 3.62

St.Dev. 0.98 0.99 1.16

Hesitancy to 
Accept

CompositeReliability .915 .895 .911

AVE .843 .810 .837

Mean 3.21 3.45 4.76

St.Dev. 1.68 1.59 1.58

Table 3. Assessment of HTMT

Age Competence Hesitant to Accept Trust

Privacyprotection
competence

0.108

Hesitancytoaccept 0.242 0.195

Trustinemployer 0.437 0.330 0.652

Trustingstance 0.164 0.495 0.046 0.285
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hypothesesfordirecteffectsinthefullmodelandforeachexperimentalgroup.Theamountofvariance
explainedisprovidedbyadjustedR2values.Table6summarizesthetestformoderationbetweenthe
intrusivenessoftherequest.Eachcolumncapturesthepathcoefficientdifferencebetweentypesof
requestsandwhetherthosedifferencesaresignificant.Theresultsfindsupportforallofourmain
hypothesesandpartialsupportforourmoderatinghypotheses(seeTable7).

DISCUSSION

OurstudyisadirectresponsetocallbyKluemperetal.(2015,p.75),whichconcludeswith“It
isclear fromthe literature that theuseofSNSsbypractitioners forselectionpurposeshasbeen
ontherise,yetacademicefforts toinformpracticearelackingandsorelyneeded.”Ourfindings
thattrustintherecruitingcompanyleadscandidatestobelesshesitanttoacceptajobofferisan
importantadvancementofthisemergingareaofstudy.Ourfirstresearchquestionsoughttodevelop
anunderstandingofthewaysinwhichsocialmediascreeningbyrecruitersinfluencescandidates’
trustandhesitancytoacceptjoboffers.Generallyspeaking,wefoundthatveryinvasivesocialmedia
requestssubstantiallyreducedtrustandincreasedhesitancytoacceptajoboffer.Oursecondresearch
question sought to identify job candidate characteristics that influence trust in the recruiter and
hesitancytoacceptajoboffer.Wewereabletoidentify4candidatecharacteristicswhichinfluenced

Table 4. Social media production item analysis

Item VIF Outer Weight Outer Loading

1–Createblog 1.467 0.115 0.369*

2–Commentonblog 1.426 0.038 0.358*

3–Likemicro-blogposts 2.637 0.706** 0.946***

7–Writepostonmicro-
blog

1.183 0.160 0.836***

8–Writepostonsocial
networkingsite

1.152 0.234 0.553**

* p < .05, ** p < .01, *** p < .001

Table 5. PLS bootstrap results for full model and each experimental group

No Moderation 
(n=290)

View request 
(N=97)

Connection 
request (N=97)

Password 
request 
(N=96)

Age->trustinemployer -0.332*** -0.414*** -0.255* -0.274**

Privacyprotectioncompetence->
trustinemployer

0.189** 0.229* 0.192 0.125

Smproduction->trustinemployer 0.145** 0.018 0.218* 0.258**

Trustingstance->trustinemployer 0.136** 0.106 0.133 0.321***

Trust r2 28.1% 34.6% 29.1% 45.6%

Trust->Hesitancytoaccept -0.575*** -0.590*** -0.436*** -0.556***

Hesitancytoacceptr2 33.1% 32.3% 19.4% 31.0%

* p < .05, ** p < .01, *** p < .001
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trustdirectly(age,privacyproductioncompetence,socialmediaproductionandtrustingstance).
Theseresultsarediscussedindetailbelow.

Regardlessoftherequesttype,allmaineffectsweresupportedbytheanalysis.Age,privacy
protectivecompetence,socialmediaproduction,andtrustingstanceimpacttrustintheemployer.
Youngerjobcandidatesputmoretrust inanemployerthanoldercandidates.Jobcandidatesthat
perceiveemployersasmorecompetentatprivacyprotectiontrustthemmore.Lastly,jobcandidatesthat
producemoresocialmediacontentandhavehighertrustingstanceexhibitmoretrustintheemployer.

Ourthreeexperimentalgroups,whichweresubjectedtovaryinglevelsofsocialmediascreening,
exhibited threedifferentpatternsof trust in thehiringorganization. Inallgroups, theageof the
participant significantly impacted trust in theorganization.Generally,youngerparticipantswere
morelikelytotrustthehiringorganization,withnosignificantdifferencesbetweenexperimental
groups.Whiletrustintheorganizationhadasignificantandnegativeimpactonthehesitancyto
acceptthejoboffer,theotherthreefactors,privacyprotectioncompetence,socialmediaproduction,
andtrustingstancewithprivateinformation,variedintermsoftheirinfluenceonthecandidates’
trustintherecruitingorganization.Wediscusseachgroupinturn.

Table 6. PLS-MGA – absolute difference between experimental groups

Path Difference between

Connection 
Request – 
Password Request

Connection 
Request – View 
Request

Password Request 
– View Request

Age->trustinemployer 0.018 0.158 0.140

PrivacyprotectionCompetence->trustin
employer

0.067 0.037 0.104

Smproduction->trustinemployer 0.041 0.200 0.240*

Trustingstance->trustinemployer 0.188 0.027 0.215**

Trust->Hesitancytoaccept 0.119 0.154* 0.035

* p < .1, ** p < .05, *** p < .01

Table 7. Summary of results

Hypothesis Significance

H1 Supported

H1A-C Notsupported

H2 Supported

H2a-C Notsupported

H3 Supported

H3C
H3A-B

Supported
Notsupported

H4 Supported

H4C
H4A-B

Supported
NotSupport

H5 Supported

H5A
H5B-C

Supported
NotSupported
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Forparticipantswhoweretoldthatthehiringorganizationwouldviewtheirsocialmediaprofile,
onlytheperceivedcompetenceofprofessionalsinkeepinginformationprivatehadanyadditional
impactontrustinthecompanyaftertherequest(seeFigure5).ViewingtheSMcontentwasconsidered
theleastintrusiveofthethreeexperimentalcontrols.Insuchsituations,theamountofsocialmedia
producedandthetrustingstanceofthejobcandidatehadnosignificantimpactontheirtrustinthe
hiringorganization.Thiscouldbebecauseofthelimitednatureofpotentialexposureinthissituation
madethesocialmediaproductionofthecandidateirrelevant,sincemuchofthatcontentwouldeither
notbeseenbytherecruiterorifseen,consideredanaturalconsequenceofsocialmediaproduction.
Surprisingly,trustingstancehadnoimpactontrustintheemployer.

For participantswhowere told that thehiringorganizationwould connectwith their social
mediaprofile,onlytheperceivedsocialmediaproductionhadanyimpactonthetrustinthehiring
companyaftertherequest(seeFigure6).ConnectingthroughSMwasconsideredtobethe2ndmost
intrusiveofthethreeexperimentalcontrols.Inthesescenarios,theamountofperceivedcompetence
inprofessionalsandthetrustingstanceofthejobcandidatehadnosignificantimpactontheirtrust
inthehiringorganization.Itstandstoreasonthatsocialmediaproductionwouldinfluencetrust,
since the recruiter would see the content created by candidate, providing the candidate with an
opportunity to engage in impression management using their social media profile. Interestingly
Privacy Protection Competence did not influence trust in the employer, perhaps because in this
scenario,thecandidate’screatedcontentdidnotreachthelevelofconcernastheemployer’sability
toprotecttheinformationtheynowhaveaccessto.Likewise,trustingstancedidnotimpacttrustin
theemployer,perhapsbecausetrustingstancewasirrelevantinthissituation.Moreresearchintothe
causesofthesefindingsiswarranted.

Forparticipantswhoweretoldthatthehiringorganizationwantedthepasswordtotheirsocial
mediaprofile,boththetrustingstanceandsocialmediaproductionhadanimpactonthetrustinthe
companyaftertherequest(seeFigure7).RequestinglogininformationforSMaccountswasconsidered
themostintrusiveofthethreeexperimentalcontrols.Insuchsituations,theamountofcompetence
oftheprofessionalshadnosignificantimpactontheirtrustinthehiringorganization.Thisstandsto
reason,sincetrustwasgenerallylowerinthisgroupthaninothergroups,withlittlevariance,making
theidentificationofrelationshipsbetweenTrustandotherVariablesdifficult.However,highersocial
mediaproductionledtohighertrust,perhapsbecauseparticipantsfelttheyhadnothingtohide.

Unsurprisingly, trust was very low in situations where the recruiter asked for social media
passwords.Thisisconsistentwithpreviousresearchthatshowsthatsuchrequestsinitiatevarious
informationprivacyprotective responses (Drakeet al.,2016). In suchsituations,only the initial
trustingstancepredictstheleveloftrustintheorganizationaftertherequest.

Figure 5. SM view request experimental group
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Itisworthnotingthatwhilenostudiesindicatehowcommonthepracticeis,theextenttowhich
recruitersareaskingforSNSpasswordsseemstoberelativelylimited.AccordingtoGouldetal.
(2012)thepopularpresspickeduponthetrendaftercandidateswhohadappliedtotwoemployers
(thecityofBozeman,MTand theMarylandDepartmentofCorrections)wentpublic about the
requestin2009.In2009,unemploymentintheUSwasincreasingandemployershadasubstantial
degreeofbargainingpower.Sincethen,labormarketshaverecovered,andthepotentialofpublic
backlashmaydiscourageemployersfromengaginginthepractice.Ourfindingssuggestthatwhile
thepracticemightbeeffectiveinreducinguncertaintyaboutthecandidate,askingforSNSpasswords
islikelytoresult incostsrelatedtotrustandgoodwill.Sincereducedtrustandenhancedriskto
privacyviolationsaffecttheintentionandactualdisclosureofpersonalinformation(Zimmer,Arsal,
Al-Marzouq, Moore, & Grover, 2010), requesting social media login credentials may make the
recruitersjobharder.Therequest,ratherthanhelpingtherecruiterlearnmoreaboutthejobcandidate,
maycausethejobcandidatetoreveallessaboutthemselvesorimplementvariousInternetprivacy
protectiveresponses(Son&Kim,2008).Furthermore,therequestitselfisoftenconsideredimmoral
(Drake,2016),andmayleadhighqualityjobcandidatestowithdrawthemselvesfromconsideration.
Takentogether,thisimpliesthatemployersshouldavoidaskingforSNSpasswordsexceptinhiring
situationsinvolvingsubstantialsecurityrisks.

While this study represents an early step in our understanding of the dynamics involved in
recruitingandselectionduringtheageofsocialmedia,itdoescarrysomeimplicationsforpractitioners.

Figure 6. SM connection request experimental group

Figure 7. SM password request experimental group
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Sincerecruiting,screeningandinterviewingcandidatesrepresentsasubstantialcostfororganizations
intermsofbothtimeandfinancialcosts,andbecausethepotentialupsideofhiringwellqualified
candidatesisconsiderable(Brown&Vaughn,2011),organizationsaremotivatedtoensurethatstrong
candidatesacceptoffers.Fosteringtrustinthemindsofrecruitsisimportanttoreducethehesitancy
ofcandidatestoacceptanoffer,andinmanycases,projectinganimpressionthatacompanytakes
privacyseriouslyandthatitscapableofprotectingit.Further,jobcandidatesdon’tseemtolosemuch
trustwhentheyareinformedthattherecruitingcompanyisgoingtoreviewtheirpublicsocialmedia
profiles,orconnectwiththemonsocialmedia,howeverwhentheyaskforsocialmediapasswords,
trustlevelsfalldramatically.Thisfindingisimportantforrecruiters,asitsuggeststhatitispossible
tousesocialmediatoreduceuncertaintyaboutjobcandidates,aslongastherecruitersdonoterode
trustbyaskingforlogincredentials.Asfuturestudiesinvestigatetherelationshipbetweencandidate
characteristicsandscreeningcharacteristics,morenuancedrecommendationsforrecruitersshould
evolve.

Thisstudyisafirststepinaddressingtheemergenceanduseofsocialmediaforjobcandidate
screening,andthefindingsraiseseveralnewquestionsforfutureresearchers.Whilepopularmedia
providesevidence that socialmediascreening iscommonamongrecruiters,our findings that1)
candidatestendtobeagreeabletosomeformsofsocialmediascreening,andthat2)anumberof
individuallevelcharacteristicsinfluencetrustintherecruiteraswellashesitancytoacceptanoffer
implythatthistrendwilllikelygrowforbothitsutilitytorecruitersandacceptancebyjobcandidates.
Researchersmayconsiderfurtherevaluating1)theextenttowhichcandidatesknowaboutthelevel
ofsocialmediascreeninginfluencestheoutcomes,2)howotherformsofsocialmediascreening
influencetheoutcomesand3)whichotherindividualcharacteristicsinfluencerecruitingoutcomes.
Throughsuchknowledge, recruitersmightbetterassesshowwhichcharacteristics tocollectand
customizetheamountofinformationthattheycollectaboutthecandidateinordertomakeatradeoff
betweenhowmuchuncertaintytheyreduceandhowmuchtheinfluencethetrustofthecandidate.
Forexample,ifindividualcharacteristicsofaparticularcandidatesuggestthatsheisverysensitiveto
privacyinvasion,andthecandidateisotherwisedesirable,itmightbebestnottoaskthatcandidate
to“friend”or“like”thecompany’sFacebookpresence.However,iftheindividualcharacteristics
ofthecandidatesuggestthatthecandidateisunlikelytobetroubledbymoreextensivescreening,
andifthereisvalueinfurtherscreeningforuncertaintyreductionrelatedtothiscandidate,itmight
beworththetradeoff.

CONCLUSION

Social media are increasingly used in a variety of information seeking activities, from health
information(Li&Wang,2018)tocommercialproductandservicereviews(Furner,Zinko,&Zhu,
2018)aswellasalearningtool(DiGangi,Goh,&Lewis,2017).Indeed,therapidproliferationofsocial
mediainfluencesanumberofrelevantorganizationalfactors,includingemployeejobsatisfaction(Kim,
2019).Jobcandidatescreeningisanimportantoptimizationtaskwhichiswroughtwithuncertainty.
Whilesocialmediafacilitatesuncertaintyreduction,thisstudysuggeststhatinvasivescreeningof
socialmediamayhaveanunintendedconsequence,alossoftrustbythecandidate,whichcanfoster
hesitancytoaccepttheposition.Anemployerusingsocialmediaforjobscreeningshouldtakethese
findings into account.As socialmedia and individual informationprocessinghabits continue to
evolve,theimportanceofarobustunderstandingofjobcandidates’attitudestowardprivacyandthe
factorswhichinfluencetheirfeelingsoftrustbecomeincreasinglytantamount.
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