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Social Median in Recruitment
Recent researches have indicated that for employers who went the extra mile to undertake a social media search on potential employees, their decision to hire or not to hire was significantly affected by the candidate’s postings(Cooley & Parks-Yancy, 2016). For candidates who were used to posting inappropriate and provocative content or whose user names were improper, the recruiters were more likely to discredit their applications. Therefore, as the director of HR, I would consider those who maintained professionalism even on social media to get the job (Cooley & Parks-Yancy, 2016). Additionally, individuals tend to be themselves on social media, portraying their true identities through their profile and the content they post on these platforms, therefore, reviewing potential candidates' Facebook and Twitter accounts aids in evaluating the ability of the individual to adapt to organizational culture.
Other than the skills and competencies that individuals highlight on their resumes, social media platforms help in identifying whether or not the individuals possess the stated abilities and qualifications (Cooley & Parks-Yancy, 2016). For instance, through pictures posted on Facebook while working with a previous employer, I would, as the director of HR, verify the working experience. Additionally, since through social media, you can get the real personality of an individual, including hobbies and social life. Finally, sensitive personal information like marital status and religion, which may be readily available on social media platforms, is also essential during the recruitment process.
While HR recruiters are increasingly using social media platforms as platforms for getting additional information concerning potential employees, a significant risk associated with this approach is the legal implications (Gelinas et al., 2017). Some Facebook and even Twitter accounts are private; therefore, using the information on such platforms may land the director of HR deep legal tussles. Additionally, it may not necessarily be legal to check into personal information such as social media platforms during the recruitment process. Therefore, as the director of HR, I am at risk of being sued by the authorities. Another concern revolves around the legibility of information posted on these platforms. Many are times when the news posted on these platforms usually is fake or exaggerated (Gelinas et al., 2017). This may give a wrong impression of the potential employee and, therefore, the risk of getting the wrong individual or losing the right one.
Social media investigation reveals a lot of personal information about an individual, such as race, sexual orientation, and the nation of origin, which may form a basis for discrimination claims. If the unpicked candidate can show that their candidacy was affected by the employer’s search based on either of the factors, then the employer may be found in violation of the Civil Rights Act or the Discrimination in Employment Act (Hazelton & Terhorst, 2015). 
In the past, employers were known to ask for login information to social media platforms from potential employees or sending requests to their social media accounts as a way to get more information about the employees. However, the latest trends in technology have seen individual states in the United States come up with laws that prohibit employers from doing this. For instance, in the state of California, there is legislation that makes it illegal for employers to ask for passwords to private social media platforms from current and potential employees (Hazelton & Terhorst, 2015). 
[bookmark: _GoBack]When it comes to recruitment, as the director of HR, I consider their employees as investments, especially high-level employees, who are also ambassadors of the firm. However, based on ethics, social media investigation as a source of information concerning the employability of these individuals is considered morally right only if the information directly affects job performance (Hazelton & Terhorst, 2015).
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