vid You Know?

said a poor hiring decision had cost
their company more than $50,000.
When asked to identify the types of
consequences, respondents in the
United States most often said pro-
ductivity suffered.

s Affect the Bottom Line

Question

Do the results of this survey indicate
that U.S. companies should spend
up to $50,000 to select an employee
for every vacant position? Why or
why not?

Sources: Rachel Gillett, “Infographic:
How Much a Bad Hire Will Actually Cost
You,” Fast Company, April 8, 2014,
http://www.fastcompany.com; Adecco,
“Hiring Mistakes, the Cost of a Bad
Hire,” AdeccoUSA blog, June 10, 2013,
hitp://blog.adeccousa.com; Career-
Builder, “More Than Half of Companies
in the Top Ten World Economies Have
Been Affected by a Bad Hire, according
to a CareerBuilder Survey,” news re-
lease, May 8, 2013, http://www.careeer
builder.com.

The extent to which
something provides eco-
nomic value greater than
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Searching for a job candidate’s
name online is so easy that it seems
like an obvious way to check the
person’s background. Public infor-
mation could show, for example,
whether the person really is vice
president of marketing at XYZ Cor-
poration or has done something that
could later embarrass the employer.
Indeed, research indicates that
employers are interested. A survey
by CareerBuilder found that 39%
use social media to research can-
didates, and a survey by recruiting
firm Challenger, Grey and Christmas
found even greater use: 22% said
they always review social media,
and another 38% said they some-
times do so.

Employers need to proceed with
caution, however. A particular con-
cern is to avoid discrimination, yet
the very nature of social media en-
courages sharing the kinds of infor-
mation related to being a member
of a protected group. For example,
photos and descriptions of activi-
ties can tell or suggest a person’s
age, race, sex, religion, marital
status, and disabilities. Employers

~can try to avoid discrimination by

Using Social Media as a Backg
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stooning their search of sqc;lal
pmoed?aounti?after they have identified
a candidate they want 10 hire, after
which they use social media to rule
out specific problems.

An even safer way to use so-
cial media is to involve someone
who is not the decision maker. The
company can use a designated HR
employee or contract with a service
that specializes in screening job
candidates. The service uses crite-
ria from the employer—for example,
screening out candidates who show
evidence of using illegal drugs, en-
gaging in hate speech, or misrep-
resenting qualifications. It gathers
information about the candidate and
reports to the employer only the job-
related information gathered. Before
using a service such as this or con-
ducting any background check, em-
ployers should obtain permission
from the candidate.

Finally, a few companies have
sought greater insight than what is
available publicly by asking can-
didates for their passwords, so
the employer can look at a candi-
date’s private information. Experts
advise against this practice, which

round Check

is invasive, probably violates the
media sites’ terms of use, violates
some states’ laws, and is likely to
alienate many good candidates.

Questions

1. How well does searching social
media fulfill the requirements of
providing reliable, valid, high-
utility, and legal information for
selection decisions?

2. What would show upina
search of public information
about your name? How do
you try to represent yourself
online?

Sources: Catey Hill, “Your Boss Doesn’t
Care about Your Facebook, Twitter Pro-
files,” MarketWatch, May 19, 2014, http://
www.marketwatch.com; Rebecca Weiss,
“Social Media’s Impact on Hiring, Manage-
ment and Discipline: What Every Employer
Needs to Know,” Lexology, September 2,
2013, http://www.lexology.com;
CareerBuilder, “More Employers Finding
Reasons Not to Hire Candidates on Social
Media, Finds CareerBuilder Survey,” news
release, June 27, 2013, http://www
.careerbuilder.com; Steve Bates, “Use So-
cial Media Smartly When Hiring,” Society
for Human Resource Management, HR
Topics and Strategy, March 19, 2013,
hitp://www.shrm.org.
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of b?ckground check for all candidates and apply the same standards for acting on
the {nformation. However, the EEOC also recommends that employers review the
particular details of each situation, including the seriousness of each offense, the
amount of time that has passed since conviction or completion of sentence, and the
crime’s relevance to the job the candidate is applying for.'® :
Another type of background check that has recently drawn greater scrutiny is the
ul:n of credit checks. Employers in certain situations, such as processes that involve
dling money, are concerned that employees with credit problems will behave less

honestly. To avoid hiring such employees, these employers conduct a bm:kgl‘o‘lﬂ‘i

check. Also, some employers see credit as an i is respon-
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. works the worse thei financial siuation, the harder the job search becomes. U
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