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Introduction

F 
inding the right talent means the difference between 
success and mediocrity (or worse) for your com-

pany. And who wants to just eke out an existence for 
their company? Getting the right team together takes 
time and hard work.
Luckily, with social media, your job just got easier. 
Using common social networks like Facebook, Twitter, 
and LinkedIn, you can more easily find the person 
you’re looking for through your friends, friends of your 
friends, employees, their former coworkers, and 
others. You’re already part of a network — use it to 
find the people you need for your team.

About This Book
This book consists of six short chapters and introduces 
you to the basics of finding talent through social media, 
including tips and tricks specific to each of the social 
networks. You also find out how new technology can 
help you find talent whether they’re actively looking 
for jobs or not. Arm yourself with the knowledge in this 
book, and you’ll be well on your way to finding the 
talent you need.

Foolish Assumptions
You’re probably an HR professional or somebody inter-
ested in recruiting for your company. You’re also an 
innovator by being a person who uses (or at least 
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dabbles in) technology and social media that can make 
your job and your life easier. If this isn’t true, might I 
suggest switching to some more interesting light fiction?

Icons Used in This Book
You don’t have to pay attention to most of the informa-
tion identified by these icons, but they might help.

 This icon is just a friendly reminder of impor-
tant information.

 Think of this icon as a little extra information. 
You don’t have to read it, but why wouldn’t 
you want to?

 Okay, this icon is important. You may face 
some consequences if you skip over this one, 
so pay attention.

Where to Go from Here
Jump around, skip through sections, do whatever you 
want. While this is a small book, it’s filled with valuable 
information about finding the right people for your 
team. Get what you need first, or start on the first page 
and read the entire book in order. It’s up to you. Either 
way, everything will be here when you get back.
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Chapter 1

Facing Your Recruiting 
Challenges

In This Chapter
▶ Dealing with an overload of applications
▶ Attracting the best talent
▶ Implementing new recruitment procedures

C 
ompanies count on many resources to make their 
businesses grow and thrive. While you may rely 

on cutting-edge technology or industry-standard prac-
tices and techniques, the most important component 
of your company’s success is the people you work 
with. The skills and talent these employees bring to the 
table cannot be replaced easily, and the success of 
your business depends on making sure you bring in the 
right people.
This chapter identifies the biggest roadblocks you’ll 
face when you try to find the best possible talent. You 
may experience one or more of these problems in vary-
ing degrees, but the overall effect can be the same — 
you know you need to try something different (and 
based on the title of this book, you’re leaning toward 
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social recruiting as a solution). The first step toward 
implementing that solution involves knowing what you 
want to fix.

Choosing from Too  
Many Applicants!
It is possible to have too much of a good thing. HR 
recruiters and line of business (LOB) hiring managers 
know that you can get buried in an avalanche of appli-
cations, cover letters, and anything else applicants 
might use to try to get your attention. And it’s your job 
to try to sift through all that information to find the 
right talent for your organization — which your com-
petitors are also doing (and they’re probably using the 
same strategies of job boards and recruitment fairs as 
well). How are you going to gain an edge in your 
search?

 Use screening questions and filters to help 
reduce the number of resumes you ultimately 
need to review. These techniques represent a 
key part of your larger strategy.

Top talent comes at a premium, and the pool of compa-
nies you compete with to attract that talent has 
become a whole lot deeper. Employees are more 
mobile than ever, and advances in technology and tele-
commuting mean that just about any company can hire 
just about any employee. You must implement strate-
gies that set you apart from all the others and ensure 
that you can add the best talent in the business to your 
resources.
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Fighting for the Best Talent
These days, shopping by comparison is easier than 
ever. Potential employees can compare notes on sala-
ries and company culture quite easily. You need to 
foster a strong corporate presence and brand to make 
your company as attractive as possible. You also need 
to make sure that you find the talent you need — smart 
candidates with the valuable and unique skill sets you 
require.

Talent scarcity
A 2012 Manpower survey found 52 percent of skilled 
jobs went unfilled because companies couldn’t locate 
the right talent. Across the board in many industries 
(from medical to manufacturing), companies find it 
more and more difficult to get the candidates they 
need. Even worse, that lack of talent can delay (or even 
scuttle) your corporate plans to grow, build, and make 
your business thrive.

Turnover!
As much as having too many applicants presents a problem, 
you also need to account for turnover and have talent ready 
to fill those open spots. In an August 2012 whitepaper, Oracle 
points to voluntary turnover at U.S. companies averaging 
around 25 percent — even during a severe economic 
downturn.
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An Oracle report says 53 percent of surveyed compa-
nies fear that lack of the right talent could harm them 
financially in the next 12 months. If you want these 
employees, you need to know where to find them and 
how to contact them.

The war for talent
You need to make your company the most attractive 
employer that candidates can find. Almost half of the 
companies surveyed by Deloitte Talent Edge recruit 
their talent on a global scale, and almost a third of 
those companies make recruiting their top priority. 
Your company faces a challenge not only in finding the 
right talent but also in getting to them and hiring them 
before anybody else does.

Out with the Old
As an HR professional or LOB hiring manager, you’re 
now dealing with an incredibly mobile talent pool 
that’s willing to move to a new opportunity when 
offered. That challenge escalates your need to develop 
a social recruiting strategy that can link you to the 
talent you need and that can survive this constant 
churn and change. That strategy includes the recruit-
ing techniques and best practices covered in this book.
Just as the world has changed the way it communicates 
and shares information, the methods you use to recruit 
talent must change as well. You must find new ways to 
find the talent you need, perform a complete (and com-
pliant) interview process, and close the deal with pre-
cisely the recruit you want.
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Chapter 2

The Promise of Social Media

In This Chapter
▶ Understanding the pervasiveness of social media
▶ Future-proofing your recruiting processes
▶ Contacting all potential candidates
▶ Increasing your social referrals
▶ Knowing how information flows through social media

A 
t this point, you can’t avoid it — social media has 
inserted itself into every facet of modern life, 

which means that you must implement a solid social 
media strategy as part of your talent recruitment 
process.
This chapter covers how to elevate your social media 
workflow from simply posting jobs and status updates. 
Here, you find out how to use social media to identify, 
pursue, and recruit the best talent possible for your 
company. You also find out how to turn your own 
employees into recruiters for your company.
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Social Media Is Ubiquitous!
I wasn’t kidding about social media being everywhere. 
The light shining in the faces of everybody you see 
using smartphones attests to the number of potential 
social network users. More than likely, those smart-
phone users have at least one app on their phone that 
lets them instantly connect to their social network of 
choice. In fact, Facebook claims that users spend more 
than seven hours a week using their service either on 
their computers or on mobile devices. That fact means 
that no matter where your recruits are, you can proba-
bly reach them in a short amount of time.

Working with . . . the Future!
Social media represents the most modern method of 
communications available today. It might seem out of 
place to grant that kind of status to the same services 
that allow your teenage children to send possibly the 
most nonsensical, trivial messages to their friends, but 
these are new and different times we live in. Those 
same channels that help people find new friends and 
reconnect with old classmates can help you connect 
with the talent you want to recruit.

Bringing everybody closer
Before technology brought everybody closer, you 
might not have known about a potential recruit coming 
out of school or moving to another position. Now, you 
can find out about possible recruits the moment they 
update their Facebook profile or LinkedIn account. 
Search for the right terms or keywords, and you could 
come across your ideal candidate.
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Facebook and LinkedIn can also help you locate the 
right candidates even when they’re not looking for a 
job. The profiles reveal the talent, and you just have to 
use your network to find it. See Chapter 4 for more 
about Facebook and LinkedIn.

Looking at your own future
It may not seem like much, but having a strong corpo-
rate presence on social media makes you look more 
attractive and desirable to candidates. Remember, 
social media lets potential hires find out about you just 
as much as it lets you find out about them. Build a 
strong social media presence, and the right candidates 
will flock to your door.

 Potential hires evaluate you just as much as 
you evaluate them. Do you have the right 
appearance on your social networks to entice 
them? What will your fans or followers  
(or employees) say about your company?

Reaching Out to Everyone
With the kind of reach and growth opportunities that 
social media provides, you can contact just about any-
body you need to, anywhere, anytime.

People are easy to reach
The right candidate might be closer than you think. 
Look among your corporate Facebook page’s existing 
fans and have those fans share your job postings  
as well. Start networking with those already in close  
contact with your company. This step is an easy start, 
and it will help you find the talent you want.
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 Social networks may encourage different types 
of communication (from short messages to 
longer posts), but you’re still talking to the 
same person. Choose the right network and 
right message for the job, but always keep the 
candidate at the heart of your communication.

Savvy candidates
In a June 2012 whitepaper, Oracle points to frequent 
social network users as early adopters who are more 
familiar with new technology and business practices 
than other job candidates. Sound like somebody you’d 
like to have on your team?
You should note the trait of social media usage among 
candidates as a sign that they’re adaptable to new tools 
and will be ready to handle challenges as they come.

Getting the Referrals You Want
Okay, you know that social media is a great way for you 
to reach qualified candidates — but it doesn’t tell the 
entire story. You can also save a great deal of money 
by soliciting referrals from employees using an auto-
mated process.

Employee referrals
Chances are the candidate you’re looking to hire is 
already connected to one of your employees. And 
employee referrals are valuable finds. According to 
Oracle, referral candidates are seven times more likely 
to be hired than a candidate coming from a job board. 
And according to a Financial Times report, referrals 
account for 25 percent of total recruiting while saving 
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50 percent of recruiting costs per employee. This dem-
onstrates just how valuable employee referrals can be.
Take a look at Figure 2-1 to see one example of how much 
money an automated employee referral system can save 
a company versus a conventional recruiting process.

Figure 2-1: Savings realized with an automated employee  
referral system.

Outside referrals
Maintaining a social network makes keeping in touch 
with your former colleagues much easier, even after 
they’ve moved on from your company. Not all turnover 
ends poorly — some employees just find better oppor-
tunities for where they are in their lives and careers, 
and that parting takes place on great terms. If you stay 
in contact via social media, you can better pick these 
former employees’ brains and find out if there’s 
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somebody who could fill the vacancies they left in your 
company. And you can find out this information more 
quickly, too!

Metrics
You can also use metrics to evaluate the effectiveness 
of your efforts and see where you can improve your 
process. Numbers don’t lie — it’s just up to you to 
properly interpret them and make that information 
work for you.

Activity Streams
Everybody with a social media account uses an activity 
stream. Simply put, an activity stream illustrates every 
action a user takes within a social network. Every 
status update, every check-in, every picture becomes 
part of a user’s activity stream. And that information is 
valuable to your search efforts.
Just like software, you can use social networks as part 
of a documented, repeatable process within your 
recruitment efforts. In other words, once you gain fans 
and followers, you can schedule posts that can show 
up in fans’ and followers’ activity streams. Those candi-
dates don’t have to come to you; you simply show up 
in their streams. With the right software, you can track 
candidate activity, where the candidates come from, 
and whether they were hired. You make the process 
smarter every time you perform it.
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Chapter 3

Developing Your  
Social Strategy

In This Chapter
▶ Using social networks to distribute jobs
▶ Sourcing talent via social networks
▶ Communicating your brand through social networks
▶ Using your employees to bring in other recruits
▶ Bringing social networking in line with your current 
human resource business practices

S 
ocial recruiting may be new territory for your com-
pany, but many companies have led the way with 

new implementations that show you what works best 
and what doesn’t work at all. So don’t worry — in this 
chapter, you find out about tried and tested concepts.
This chapter also shows you how to use social net-
works as part of your established human resources 
practices. From finding the right people to making sure 
that your company and brand make the best possible 
impression on social networks, you can turn the advice 
and information in this chapter into real results for 
your company.
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Distributing Jobs via  
Social Networks
This may seem like an easy task — just post your jobs 
on your social networks and watch the resumes roll in. 
But you must have a much larger strategy than that to 
make sure your job openings get to the right people.

Fit the message to the social network
If you’re going to share your job on Twitter, make sure 
that you put attractive and straight-forward language in 
your Tweet and include a link to more information. You 
can be a little bit more verbose in Facebook posts, so 
feel free to include a little more information and  
branding in your post. If you’re on LinkedIn, make 
sure to utilize the innate job posting capabilities that 
LinkedIn provides. See Chapter 4 for more about 
Twitter, Facebook, and LinkedIn.
The overall point is that you must craft your social 
media messages to fit the medium you use to communi-
cate. Above all, the message needs to be effective. 
Make sure that you take advantage of all the 
possibilities.

 Encourage sharing! The whole point of social 
networks involves people communicating and 
sharing information. The easier your post is to 
share, the more that people will see your 
opening.

Focus on your urgent needs first
If you have fires burning, it’s a good idea to focus on the 
biggest fire first. Make sure to give your most urgent job 
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needs the most publicity so that those needs get the 
most attention. Social media moves at lightning speed so 
you have the potential to reach a large number of candi-
dates. You also have the potential to watch posts fly 
past candidates because you only listed them once. Be 
persistent in your efforts and put the most emphasis on 
the positions you need to fill quickly.

 Persistence isn’t the same as being annoying. 
Make sure that your message is heard but 
don’t spam the same people over and over 
again. Doing so is counterproductive to your 
needs, and it probably won’t make your com-
pany look good either.

Sourcing Socially
The talent you want to recruit most likely share their 
information on all of the major social networks — how 
easy does that make your job? Follow a few strategies, 
and you’ll be able to uncover the candidates you want.

Search
Google made it famous, but social networks also 
include the ability to search for terms and keywords. 
Just search for the skill set you’re looking for, and 
you’re likely to find it. With Twitter, you might look for 
hashtags or key phrases to learn more about potential 
talent. Facebook and LinkedIn host groups and pages 
about all sorts of topics, so go to those locations and 
see who you can find. Participation in these conversa-
tions gives you an idea of what’s going on and who 
could benefit your organization.
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 Once you’re active on Facebook, LinkedIn,  
and Twitter (see Chapter 4), stay there! 
Keep ever involved with these groups and  
conversations — the process never ends, and 
you never know who you’ll find!

Look at both active and  
passive candidates
Some people are looking for jobs, and some aren’t. 
Trust me — you’ll hear from the active candidates. 
Social networks allow more and frequent communica-
tion, so there’s no problem there. The challenge is with 
the passive job seekers. Those candidates may be okay 
with where they are, but they wouldn’t mind hearing 
from you anyway. Social networks let you follow these 
candidates as they further their careers so that when 
the time is right, you can decide how to best approach 
them. In other words, you can initiate contact, rather 
than waiting for them to come to you.

Screen socially
Ask a few questions in your posts to help refine your 
search, including whether candidates can change loca-
tions if necessary or handle specific programming lan-
guages. You’re going to attract a lot of attention with 
these posts, since your message could conceivably 
carry across the world. Use language that makes the 
message clear to help find who you want but eliminates 
who you don’t.
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Establishing Your Brand  
as an Employer
This whole process isn’t just about the talent — it’s 
about your presence on social media as well. Remember 
that the talent must want to come to work for your  
company, so you have to make sure that your company 
presents the right image online.

Be available
Maintain a presence on all of the social networks. 
Because you never know how a prospect will want to 
contact you, you have to keep all of your channels 
open. A strong, well-built presence on all the social net-
works makes you and your company look better. That 
image means you’ll be more attractive to the talent that 
you want to recruit. Your presence doesn’t require an 
army. The right technology solution can help automate 
this job for you.

Do your research
Make sure that you know how people talk about you 
and your company on all of the social networks. You 
won’t be able to dominate the conversation — the days 
where you could just lecture to the marketplace are 
over — but you can get involved in that conversation 
and present your story to the world. That kind of 
engagement means a lot to your company as a whole, 
but it applies specifically to your recruitment process.
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Find your friends
Your brand has advocates (even if they’re simply your 
fellow employees right now). Engage those advocates 
to spread the word about your talent needs. Make it 
easy to share your message and let your advocates do 
the rest. You don’t have to do all the talking yourself.

 The more that people talk about your jobs, the 
more likely you are to find the right 
candidates.

Highlight your culture
Candidates don’t just choose jobs based on a pay-
check. They want a comfortable fit for both the com-
pany and the employee. Demonstrate in your social 
media presence what a great place you are to work for 
and spread that message as far as you can.

Building So That You  
Can Build More
With any luck, you’re going to be involved in the 
recruiting process for a long time to come. Hopefully, 
your continued success and growth means that you’re 
looking for new talent to help your company succeed. 
That involves two facets of building.

Involve your new hires
Your new recruits are good at what they do — and you 
brought them in for a reason. Impress on them early 
that you continue to look for additional resources to 
help your company grow. Have them talk to the people 
they know and see what kind of talent they can bring 
in. The networking process never stops.
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Build the process
As you continue your recruiting process, make sure that 
you document and formalize your efforts. Don’t reinvent 
the wheel every time a job opening becomes available. 
In today’s recruitment world, the employment process 
continues unabated. You need to always be aware of the 
talent in the marketplace (whether they’re currently 
available or not) and how you might get into contact 
with them if the need arises. Keep the fires burning.

Integrating with Your Core 
Human Resources Practices
You already have an established process for your 
human resources activities, and you don’t need to 
change that process as you integrate social recruit-
ment activities. Fact is, you probably can’t change a 
great deal of these processes because you’re required 
to comply with all of the applicable laws and regula-
tions. But you can bring your social recruiting prac-
tices in line with your current processes and make 
sure that all of your efforts dovetail effectively.

Align with your corporate goals
You know what your company wants to accomplish so 
make sure that the language and posts you make reflect 
positively on the company and further those goals. You 
should be aware of all strategic efforts the company 
wants to undertake and be ready to find the talent  
necessary to accomplish all applicable goals.

These materials are the copyright of John Wiley & Sons, Inc. and any 
dissemination, distribution, or unauthorized use is strictly prohibited.



20

Identify the gaps
Make sure that you know exactly who you have on your 
team and who you need to add. Your entire team should 
have no doubt about the exact type of talent you want to 
recruit and how you want to bring that talent on board.

Keep information on record
We’ve all heard the statement that “We’ll keep your 
resume on file.” Well, this time it’s true. And it goes 
beyond a simple PDF file. You can automate the process 
of finding people and tracking their activities so that 
you’ve always got current recruitment information ready 
for your perusal. Employ SaaS (Software as a Service) 
tools (such as Oracle Taleo Recruiting Cloud Service) so 
that you have information available whenever and wher-
ever you need it. You can record all interactions with 
recruits and track the process to make sure that you do 
everything you can to bring in the right employee.

Build a talent community
Your career site also can enable potential talent to find 
its own way into your company. Instead of targeting 
specific jobs, you can allow these job seekers to set 
alerts based on their own criteria (such as skill sets or 
job location). When a job matching their criteria opens 
up, your potential candidate receives an e-mail that 
prompts the recipient to apply. In effect, your site 
becomes a central community where talent can moni-
tor their own job searches and more easily connect 
with the jobs they want to apply for — and the jobs 
that you want to fill with the best possible talent.
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Stay in compliance
You need to keep records of your recruitment process, 
not only to make sure you get the right talent but also 
to make sure all of your recruitment efforts comply 
with all legal requirements. You need this information 
at hand to make sure you followed laws regarding:
 ✓ Screening: Note whether information about the 

candidate’s ethnicity, religion, or similar informa-
tion entered the recruiting process.

 ✓ OFCCP (Office of Federal Contract Compliance 
Programs) compliance: Ensure that you maintain 
records that show you followed all applicable 
regulations.

 ✓ Disparate impact: Social networks don’t reach the 
entire talent pool so you need to show that your 
sourcing efforts take into account all possible can-
didates and not just those found on social media.
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Chapter 4

Putting Your Plan into Action

In This Chapter
▶ Posting jobs on Facebook
▶ Planning your LinkedIn activities
▶ Spreading the word through Twitter

S 
ocial networks require different approaches simply 
because their method of communication differs. 

With each social network, you encounter different func-
tionality, different features, and even a difference in 
how the network presents your message. You must 
account for all of the social networks as part of your 
planning, so now is the time to understand how each 
network functions and how you fit in.
This chapter takes a look at the big three social net-
works you’ll use as part of your search and how to 
handle each one.

Facebook
Just about everybody uses Facebook at this point. You 
may even be disappointed in the amount of time your 
employees spend there (don’t be, that’ll come in handy 
later). In any case, Facebook links together a large part 
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of the modern world, and you want that large part of 
the modern world to help you with your recruitment 
task.

Public usage statistics
According to Facebook’s own information (http://
newsroom.fb.com/Key-Facts), approximately one 
billion users participated actively on Facebook as of 
October 2012. Eighty-one percent of those users came 
from outside the U.S. and Canada. But according to 
Nielsen statistics (http://blog.nielsen.com/
nielsenwire/social/2012/), Facebook still 
claimed more U.S. users than any other available social 
network. On a daily basis, 584 million active users 
interacted with Facebook, and 604 million monthly 
active users used Facebook mobile products (includ-
ing their iOS and Android apps) as of September 30, 
2012. That’s a lot of people! If you want visibility to the 
most eyeballs you can possibly claim, this is the net-
work to use.

Friends, pages, and jobs
Facebook is all about friends and Likes. Whether you’ve 
actually met the person in real life doesn’t matter at all. 
Virtual connections mean just as much as real-life con-
nections when it comes to finding the right person for 
the job. Why? Because gaining friends and Likes means 
that your posts can show up in the activity streams of 
your passive candidates.

Keep it professional
People use Facebook to view pictures of family and 
friends, stay in touch with old classmates, and follow 
their favorite musicians and celebrities. Facebook 
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doesn’t simply present the same face as LinkedIn does 
(discussed later on in this chapter). Facebook delves 
deeper into personal and private lives, so you need to 
be aware of what exactly you put out to the public.
That’s why it’s a good idea to create your corporate 
Facebook account and company page as a start. Fans 
and friends of your company are already predisposed 
to help you, so it’s a great place to announce your 
employment opportunities.
From there, go ahead and start publicizing all your job 
openings! Make sure that everything you have available 
gets referenced on that page and encourage everyone 
who likes your page to share those openings. Turn 
your opportunities loose into the wild and make those 
jobs available to appear in your prospective talent’s 
activity streams. Put your jobs where the people are.

 Don’t use your personal Facebook account to 
conduct your talent search. Doing so not only 
draws attention away from your corporate 
page, but you also run the risk of including 
personal information in your talent search. 
Perform all your recruitment activity from the 
corporate Facebook presence.

Share, share, share
Facebook is designed to share information. With the 
single click of a button, your post about an available 
position could be finding its way to one of the millions 
of people mentioned earlier in this chapter. And shares 
can be shared and shared again. To that point, you 
need to ask your friends and colleagues to share your 
post. Don’t be obnoxious about it but don’t be shy, 
either. Stay on the right side of the fine line, and you’ll 
find a receptive audience for your talent needs.
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Set up your page!
Given the broad reach of Facebook and the opportuni-
ties that reach affords your company, you’ll want to 
have a central clearinghouse for all of your corporate 
information on the network. The good news is that 
Facebook accounts don’t cost a dime. Let your savvy 
marketing department do its job to create a dynamic 
Facebook page for your company and make sure you 
update it frequently with current company news and 
information.
Also, make sure that your job posts originate from this 
corporate page and let your friends and colleagues 
share the jobs from there.

Facebook ads
Pay Facebook to do the work for you! Facebook ads 
target users with specific interests or geographic loca-
tions so that you can find people who may reside out-
side your network. The amount of people you reach 
depends on how much you’re willing to pay per click or 
per impression. The more you pay, the more your ad 
pages appear on the right side of the screen. You’ll also 
receive metrics on the effectiveness of your ads so that 
you can better target your audience in the future.

 This ad model is a tried-and-true service used 
in other web services, so be sure to consult 
with those who have previously executed simi-
lar campaigns to find and implement the best 
strategies.
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LinkedIn
LinkedIn seems like an obvious choice for searching for 
candidates. The service started out as a central loca-
tion for resumes and CVs and added social networking 
capabilities so that members could review information 
about employment and skills. LinkedIn provides infor-
mation on networks based on direct connections, sec-
ondary connections (connected to you through 
another connection), and tertiary connections (two or 
more links away from a direct connection). Users can 
use these networks to contact other people and 
exchange employment information.
LinkedIn also lets users provide endorsements, join 
interest-based groups, follow thought leaders in their 
chosen fields, and find out more information about 
other companies. The basic LinkedIn service is free, 
and users can buy a premium account to add addi-
tional job postings and other functionality.
As an HR professional or a recruiter, you’re already 
familiar with LinkedIn as a service. More than likely, so 
are your competitors. That’s why it’s important to use 
it correctly by maintaining your professional networks 
and creating a strong corporate presence for your 
company.

Public usage statistics
According to LinkedIn statistics at http://press.
linkedin.com/about, as of September 30, 2012, the 
service boasted more than 187 million members. Sixty-
three percent of that membership resides outside the 
United States. And, in 2011, those members performed 
4.2 billion professionally oriented searches.
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Leveraging your links
LinkedIn is tailor-made for both active and passive job 
seekers. The network displays connections, resumes, 
skill information, and just about everything else you 
might need to conduct an online job candidate search.

Follow the connections
LinkedIn recognizes the degree of connections between 
each person. It may feel a little like playing “Six Degrees 
of Kevin Bacon,” but the whole service depends on 
how you can contact the people you want to recruit.

 Now more than ever, people know their indus-
try colleagues. Take advantage of that 
connection.

Post your jobs
With a paid account, you can post positions you want 
to fill and get them out in the open. Applicants can 
search those jobs and hopefully provide the talent 
you’re looking for. Share your talent needs with mil-
lions of people all over the world!

Spread the word
Once you post a job, LinkedIn lets you share the word 
on its own network as well as on Facebook and Twitter. 
Encourage your colleagues to speak up and share the 
job information on their networks.

 These jobs also appear in search engines, so 
potential recruits don’t necessarily even have 
to search LinkedIn to find you.
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Search!
Your social media plan includes many opportunities to 
attract passive job candidates. However, you can 
include a more active task as part of your overall strat-
egy. LinkedIn allows you to search the world’s largest 
professional network for the skills and experience you 
want to bring to your company. Sometimes it doesn’t 
hurt to go looking.

Rely on the personal touch
LinkedIn lets users offer endorsements for skills in an 
effort to make these tags more searchable. Although 
endorsements can be a valuable discovery service, 
they don’t really provide much background on what 
exactly those endorsed skills mean for that candidate. 
Rely instead more on the written testimonials that col-
leagues and friends can offer for each other. Mine addi-
tional information and find out from the written word 
how they interact with their colleagues.

Search elsewhere
LinkedIn may sound like a perfect one-stop solution, 
and you might be tempted to base your entire recruit-
ment strategy around this single resource. Oh, if it 
were only that easy. Remember — you’re dealing with 
a global community of talent, and no one site or 
resource could hope to contain them all. Although you 
must include LinkedIn as part of your recruitment plan, 
you’ll have to look elsewhere as well. Make LinkedIn an 
integral part of your broader social recruitment strat-
egy, however, and you’ll enjoy better results.
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Twitter
Imagine Twitter as a worldwide conversation occurring 
in real time. This social media service relies on brief 
messages sent quickly to communicate with people all 
over the world. If it sounds a little trivial, remember 
that people have used Twitter to break important infor-
mation and even help topple a government or two.
With Twitter, people or companies sign up for handles, 
from which they post Tweets to the world. These 
Tweets can be shared (called retweets), “favorited” for 
later viewing, or used to prompt an ongoing conversa-
tion. Hashtags (such as #jobpost) link together posts 
with a common message so that these posts can more 
easily be discovered within the ongoing tsunami of 
Tweets that is Twitter.

Public usage statistics
If you followed Twitter’s Twitter account, you would 
have seen a post from December 2012 noting that the 
company surpassed 200 million active monthly users. 
In March of 2012, the company announced that they 
average around 340 million Tweets per day. Some of 
those Tweets may not have been the most informative 
pieces of information (OMG I 8 BBQ!), but you still get 
the picture.

Tweeting your jobs
Twitter isn’t the place for you to explain your mission 
statement and get verbose about your job needs. In 
this case, use Twitter for what it can do the best — pro-
vide quick links to your open jobs and direct interested 
talent to the correct place to follow up.
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Use multiple accounts
While you should certainly have a Twitter account for 
your company, contemplate using additional Twitter 
accounts to supplement the conversation about your 
talent needs. If you use the account @ExampleCompany 
as your main corporate Twitter account, consider the 
account @ExampleCompanyJobs to focus specifically 
on your talent needs.

Ask for retweets
Getting your job posting to go viral involves asking 
other users to spread the word for you. Start with your 
employees and colleagues and spread the word to 
media and others involved in your field. Craft your 
message so that any retweets don’t require editing to 
bring the retweet under the 140-character limit. Make it 
easy for others to spread your message and watch how 
many people you’re able to contact.

Hashtag!
Give your job posting a hashtag that makes it easily 
recognizable. When prospects can find you by search-
ing for #ExampleJobPost, they’re much more likely to 
find the information they’re looking for. You can also 
automate posts with that hashtag to appear on your 
company’s website.
You do automatically include your Twitter feed in your 
corporate website, right? Good move!

Send them to the right place with your links
Twitter works best as a quick alert that references 
another location. Make sure that you include links to the 
specific job post on your career site within the Tweet to 
ensure that the talent goes to the right location. Twitter 
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automatically shortens links so you don’t need to worry 
about URLs getting too long to Tweet. Just put the link in 
the Tweet and let the rest unfold.
Of course, followers will receive your Tweets better if 
there’s something in it for them. Recent research from 
Carnegie Mellon and MIT finds that Tweets coming 
from thought leaders and individuals that followers 
identify with are more likely to be read and acted upon. 
Part of your social strategy should involve enlisting the 
assistance of people who can pass your message on to 
the right person. Ensure that your Tweets contain 
useful content regarding your talent search for better 
results.
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Chapter 5

Choosing Your Technology

In This Chapter
▶ Choosing the right software
▶ Understanding the applicable use cases

Y 
ou’re using technology to help your recruiting 
efforts, so why not use it to help you manage your 

social network interactions? Software takes your search 
beyond just posting and sharing your available jobs; it 
helps you build a sustainable pool of quality talent and 
streamlines your recruiting efforts to quickly and effi-
ciently find the recruits you need. In this chapter, you 
find out how technology can help you manage all of the 
social networks, how to increase those all-important 
employee referrals, and what some big companies have 
done to help them find the talent they need.

Considering the Right 
Technology to Broaden  
Your Reach
If it sounds like you’re dealing with a lot of information 
here, you’re right. Monitoring multiple social networks 
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(and broadening the reach of your recruiting efforts) 
can take a lot of time and effort. Add the need to moni-
tor and record all of the analytical information, and you 
can see that a little help in managing all of this informa-
tion would be greatly appreciated. This section takes 
a look at how you can use software to create a more 
efficient recruitment process that gets you the best 
possible results while also saving time and money.

Before you even get started . . .
Before you buy, make sure that your head is in the 
right place.
 ✓ Know where your company wants to go. Your  

corporate goals should be clear and focused  
(and presented on your public-facing media as 
much as possible).

 ✓ Identify your talent gaps. Know exactly who you 
want to hire.

 ✓ Identify the networks you want to use. Different 
social networks reach people in different ways. 
Decide how you want to present yourself.

 ✓ Have fresh content ready to go. Make a plan of 
how and when you’ll present your job-recruiting 
efforts.

 ✓ Make sure that your corporate brand is solid and 
presented well on all the social networks you use.

Now that you know where you want to go, here’s a look 
at what you want the software to do for you.
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Conduct well-targeted campaigns
Just throwing information out to the wind won’t help 
your recruiting campaign. The right software can help 
you leverage the social networks to find the talent you 
want at the right time. That software can also help to 
integrate your social recruiting activities with your 
core HR systems.

Integrate, integrate!
Remember, every part of your recruitment effort needs 
to be interconnected. Whether potential and existing 
employees refer jobs from your social media posts or 
directly from your job site, you need to integrate your 
efforts as much as possible. Place social icons on your 
corporate and career sites and include corporate and 
career links on your social networks.

 The shared pages should have all of the infor-
mation you need to get the prospective talent 
into your system.

Post your jobs
The software you choose should by design post all your 
open positions on the networks of your choosing. No 
more manual posting! Your must-have features should 
also include the ability to schedule posts for the future 
so that you know exactly when this information hits the 
public. You can set up your campaigns to rely on auto-
mation so that the process occurs automatically (with-
out looking like an automatic process, of course).

 Use automated scheduling to mention the 
same job several times over a given timespan. 
A respectful reminder may help the cause.
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Make the referral process easy
How do you receive employee referrals now? A good 
technology solution should be easy and fun. If it’s not, 
you can do better. Make your information easy to share 
and engage your colleagues as much as possible. It’s 
widely known that referred recruits provide the best 
possible talent in the least amount of time (and 
referred recruits are more likely to stay than recruits 
from other sources). Target your employees with cam-
paigns for different job openings and let them talk 
about the company and culture they know; they’re a 
human search algorithm for the candidates you want. 
Let employees proactively recommend candidates and 
allow those employees to follow the referral progress 
and see the results of their efforts.

Attract passive candidates
Your software needs to help you attract any passive 
candidates, keep their information current, and make 
you (and the candidates) aware of when these pros-
pects fit the profile of the talent you’re looking for. 
When your jobs show up in the activity streams of 
their friends and colleagues or when candidates get 
alerts of jobs matching their skills, passive candidates 
are more likely to notice your needs and consider their 
career options.

Make your talent search mobile
Mobile applies to both sides of your recruiting cam-
paign. Not only should applicants be able to reach your 
job information on their mobile devices, but you 
should be able to view your side of the campaign on 
your mobile device as well.
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Bring in all the metrics
The information you gain as part of this candidate 
search is important for so many reasons. Data makes 
you smarter. You gain the knowledge to run more effi-
cient campaigns, target the best candidates, and track 
your efforts. Not only do you have to retain all the 
information on the talent you pursue for your own pur-
poses, but you also must ensure that you keep statis-
tics on hand to demonstrate that you’re compliant 
with all applicable laws and regulations. The software 
you choose must gather and retain all of the informa-
tion you need to perform your talent search. See 
Figure 5-1.

Figure 5-1: The right software provides all of the data you need 
to manage and justify your recruiting practices.
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Make it user-friendly
A person is more likely to take an action when that 
action is easy to perform. The software you choose 
should allow you to customize workflows and perform 
the tasks you require, whether it’s sharing a job or 
planning a campaign.

Reduce hiring time and cost
Companies always look to automated processes when 
seeking to reduce cost and time spent on tasks. The 
right software provides just that service. By automat-
ing processes likely performed by full-time recruiters 
now, you can save significant man-hours. Imagine all of 
the pay-per-click dollars you’ll save when all of your 
posts show up organically in activity streams (instead 
of paid ads) as well.

Dealing with Consolidation
If you haven’t noticed, software companies tend to buy 
other software companies. The software you pur-
chased today might not receive the same attention and 
support from the team that developed it come next 
year. It might not even receive that attention and sup-
port next month. The software products you buy might 
survive consolidation, but then again, they might not.

Working together
When you’re looking at your technology solution, be 
sure that you rely on an integrated solution and not on 
several tools from several places that may or may not 
be available in the future. You should make sure as well 
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that your tools can interact and function together, so 
that your solution doesn’t fail when it’s time to imple-
ment your social media strategy.

Saving time and money
Ultimately, your solution should let you perform all of 
the tasks you need to perform while saving you time, 
money, and effort by automating as many of the tasks 
as possible. You certainly have enough software 
choices out there — in fact, you probably have far too 
many choices. But by choosing an integrated solution, 
you ensure that the rapidly shifting software company 
landscape doesn’t adversely affect your strategy.

Examining the Work of Others
The advice in this chapter is great, but you probably 
want to see some real-world examples of how software 
made the social recruiting process much easier and 
more effective. So, just in time, take a look at these two 
examples that demonstrate how Oracle Taleo Social 
Sourcing Cloud Service solved talent-search problems.

Fixing a broken process
This online auction and shopping website suffered from 
a broken employee referral process that produced lack-
luster results. By implementing Oracle Taleo Social 
Sourcing Cloud Service, a Software as a Service (SaaS) 
solution, this company accomplished the following goals:
 ✓ Communicated their recruitment goals to their 

employees
 ✓ Made it easy for employees to refer their friends 

and colleagues for the most important positions
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 ✓ Provided access to millions of potential recruits 
(10,000 employees multiplied by hundreds of 
social connections per employee)

 ✓ Raised their employee referral hire rate from 
around 20 percent to 32 percent

 ✓ Performed the same level of recruitment efforts as 
four full-time recruiters

 ✓ Effectively hired candidates across all levels (from 
interns to high-level executives) both within and 
outside the United States (including 60 percent of 
new hires filling mid- to executive-level positions)

The solution efficiently gathered employee referrals 
from a simple-to-use system and guided the talent 
through the recruitment process using automated pro-
cedures and features that made sure the right talent 
went to the right places.

Highlighting the referral process
As with the preceding example, this publishing house 
used an employee referral process that few employees 
even knew existed (and was difficult to use when they 
gave it a shot). When the company implemented Oracle 
Taleo Social Sourcing Cloud Service, they racked up 
the following metrics:
 ✓ Ten percent increase in employee participation
 ✓ Increased e-mail open rates of 30 percent
 ✓ Increased click-through rates of 70 percent
 ✓ Referral-candidates-to-job-board-candidates ratio 

of 7:1
 ✓ Applications-to-hire ratio of 25:1
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This publisher used this effort to make their company a 
more attractive place to work and to let their employ-
ees communicate that message across social media. 
And both companies hired more talent from a smaller, 
more refined pool of qualified candidates with less 
effort and greater operational efficiency.
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Chapter 6

Ten Things You Need to Know 
about Social Recruiting

In This Chapter
▶ Reaping the benefits of social recruiting

T 
hink of this chapter as ten reminders of why and 
how to implement a technology-based social net-

working solution to help your recruiting process.
You will
 ✓ Save money. Automating processes results in 

cost savings. A single system means that you 
don’t have to pursue multiple resources, and you 
replace the need for human effort.

 ✓ Save time. With all of the information you need at 
your fingertips, you don’t have to spend a bunch 
of time fruitlessly searching and compiling data 
and reports.

 ✓ Find the right people. Social recruiting identifies 
both active and passive candidates for your job.
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 ✓ Get more referrals. Employee referrals make all 
the difference. These candidates are seven to 
eight times more likely to be hired and to stay 
longer than two years (according to ERE.net).

In order to reap the benefits, you also must
 ✓ Have an effective plan. As good as social recruit-

ing is, the mere act won’t help you if you don’t 
know what you’re doing.

 ✓ Have an awesome online presence. Make sure 
your sites and social media pages are current and 
easy to access.

 ✓ Use all social networks. You don’t necessarily 
have to use all of them all the time, but you 
should have your social networks refreshed with 
current and compelling content at all times for 
when you need to use it.

 ✓ Implement a process. More than one person will 
use this system so it’s important to implement a 
documented, repeatable process.

 ✓ Integrate your processes. Choose a solution that 
makes social recruiting an integrated part of your 
overall recruiting efforts. Social recruiting isn’t a 
special feature; it’s an incredibly efficient and 
useful tool in your overall toolbox.

 ✓ Build to scale. You want a system that helps you 
build your company (and that can continue to 
help you as you grow even bigger).
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