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Abstract:

This study investigated the use of social network profile as a credible source of information for screening and selecting job
applicants and the influence of students’ social network behavior on their approval of employers’choice of recruitment. Final
year students of all modes were sampled,and copies of thequestionnairewere administered. Data were analyzed with
frequency distribution table, Pearson correlation,and regression model. It was foundthat students’ awareness of the use of
social network profile information of job applicants by employers, influences students’ social network behavior but at
aninsignificant level. Also, students’ social network behavior insignificantly influences their approval of employers using job
applicants’ social network profile in screening and selection. Further, High GPA and female students exhibited good social
networkbehavior. Based on the findings of the study, it is recommended that students should be mindful of their behavior on
social networks since bad behavior can deny them their job.
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1. Introduction

The revolution of technology including social networking websites (example Facebook, Linkedln, YouTube,
WhatsApp) has changed the means of communication, relationship development and organizational behavior (Derks &
Bakker, 2013; Kaplan & Haenlein, 2010). This revolution has changed the functions of human resource management such as
recruitment, screening, selection and even training and development (McFarland & Plohart, 2015). Also, thesocial
networkshave presented new opportunities for the accessibility of job applicants’ profile information. That is, social networks
have reduced the barriers to job applicants’ information.

The human resources of institutions are the most important resources of every institution. They manage and control
all other resources of an institution. However, creating a great and right pool of employees for an institution is one of the
greatest challenges of human resource management (Ullah, 2010). Screening and selection play a major role in getting the
right employees from the pool of employees for institutions. Moreover, screening and selecting the right employees from the
generated pool of recruitment can enhance the effective and efficient performance of institutions. That is, generating a better
pool of recruits can lead to better employees screened and selected, and better employees screened and selected can lead to
higher performance. In other words, hiring the right employees for the right positions can enhance higher productivity,
increase employee retention, reduce turnover costs, etc. That is, the success and failure of institutions depend greatly on their
workforce. In other words, employees great lyinfluence institutional performance.

It is not easy to predict the future performance of potential employees, but their background history can help know
how they are likely to behave and perform on the job. Screening and selecting to get the right workforce can help reduce fraud
risk, prevent frauds and hiring incompetent employees, and hiring the right employees for the right job. Hiring the right
person for the right job is very crucial to the success of every organization.

The emergence of social network websites and search engines has greatly impacted the decision on the staffing and
selection of job applicants (Nye, Do, Drasgow & Fine, 2008; Viswesvaran, 2003). Hence screening and selection of potential
employees are greatly influenced by the use of social network websites and search engines. The growth of mobile devices such
as smartphones, tablets, computers, and other portable media devices which encouraged the sharing of photos, music and
videos ignited massive interest in the activities on social network websites.
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There are about 2.5 billion users of social network websites, and greater percent are the youth. The fastest users of social
network websites include pre-teens, teens, and university students; largely and currently, the most common usages of the
internet are social network participation (Laudon & Traver, 2014). Though these users log on to social network websites to
interact socially to create intimacy and build their identity among their peers online, they end up sharing a great deal of
personal information. Also, some search engines require users to sign up before they access and download some information.
Signing up for these search engines also collect personal information of users.

The use of social network websites and search engines by employers to uncover the personal information of job
applicants for employment is on the increase. Employers believed that this technique of screening and selection could provide
additional information that the traditional techniques cannot provide. Nonetheless, there are issues with the legality, the
appropriateness, standardization, reliability, and validity of this practice (Davison, Maraist, Hamilton & Bing, 2011).Research
into online social networking and weblog usage revealed that there is a relationship between online users’ profile information
and their personality. It was also revealed that there is a relationship between language usage and personality of online
usersas well as wall posts and their personality (Golbeck, Robles & Turner, 2011; Sumner, Byers & Shearing, 2011).

Screening and selection of employees are one of the most important issues to human resource practitioners (HRP) and
academic researchers in the world.

Social network websites and search engines have become a great source of information for employers when screening
and selecting job applicants. Personal information about potential employees at social network websites such as Facebook,
LinkedIn, Twitter among others are used by employers to screen and select employees (Kluemper & Rosen, 2009).The
explosion of the use of social network website has greatly influenced the employee screening and selection of these website
users due to a considerable number of personal information that can be accessed and assessed by many people. Though many
(HRP) and researchers are highly interested in anointer view with employees to get the kind of employees they want, many
are now focusing on screening their social network profiles before interviewing them. A survey conducted by Microsoft
Corporation in the United States of America revealed that about eighty percent of recruiting professionals and agencies screen
and evaluate job applicants based on their behavior, what they post and what others share with them on social network
websites and search engines (CROSS TAB, January 2010)

Moreover, search engines such as Google, Yahoo,MSN and others also collect personal information. Employers engage
in profile screening to increase the general quality of the pool of recruits. HRPs are critically examining the social network
profiles of applicants and search engines before hiring and can accurately distinguish between high and low performers
(Kluemper & Rosen, 2009). However, many potential employees, especially university students who are using social network
websites and search engines provide much personal information on these websites without considering the implications of the
information provided. These students go to these websites to enjoy the social communities, search for information, and for
reasons other than employment but the information provided on these platforms are sometimes accessed by different people
for different purposes including screening and selection by employers. The use of social network profile information of job
applicants in the screening and selection for employment raises questions on the accuracy of the information, invasion of
privacy, variability and equality of applicants’ information, identifiable theoretical construct and absent of data to support
screening and selection (Broughton, Foley, Lendermaier & Cox, 2013; Brown & Vaughn, 2011)

Though there are some researches on social networks and pre-employment screening, most of the studies were done
outside Ghana. Further, Ghana is one of the countries which are growing fast in the use of social networks and search engines.
Majority of the users of the social network are university students (Sponcil&Gitimu, 2013).There is as carcity of empirical
researches onthe awareness of university students regarding the use of social network profile by employers in the screening
and selection of job applicants. Also, there is a gap on the effect of students’ awareness of the use of social network profile by
employers in the screening and selection of job applicant son their behavior on social network websites. This research,
therefore, seeks to fill these research gaps through the answering of the following questions:

e  What is the students’ awareness level of employers using the social network websites profiles of applicants before

hiring job applicants.

e To what extent will students’ awareness of social network profile evaluation in screening and selection of job

applicants by employers influence their social network behavior

e  What is the influence of students’ social network behavior on students’ approval of the use of social network profiles

in the screening and selection of job applicants by employers

[ ]

1.1. Research Hypotheses

e Hp 1:Students’ awareness of social network profile evaluation of job applicants in screening and selection by

employers has no significant influence on students’ social network behavior

e  Hp 2:Students’ social network behavior has no significant influence on students’ approval of employers use of social

network profile evaluation in screening and selection of job applicants

The rest of the paper covers a review of related literature and studies relevant to this studies, methodology, and
presentation of data and discussion.
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2. Review of Literature

A survey of 21 emerging and developing economies showed a median usage of 45% internet in 2013 and increased to
54% in 2015 (Pew Research Center, 2016). The same report indicated that access to the internet is about 75% across 40
countries surveyed in 2015 with majority accessing the internet several times a day and 76% use social network websites
such as Facebook and Twitter. Further, “younger, more-educated and higher-income people” (Pew Research Center, 2016)
have greater access to the internet in various countries in the world.

The daily and weekly internet usage in Ghana as at 2015 was at 54% (several times a day) and 30% (at least once a
week) and smartphones ownership have increased from 14% in 2014 to 21% in 2015 (Pew Research Center, 2016).The same
report revealed that 77% of adults in Ghana were using social network websites in the year 2015.Social network as one of the
components of social mediais described as an Internet-based application which allows the creation and exchange of generated
content (Peters, Chen, Kaplan, Ognibeni & Pauwels, 2013; Kaplan & Haenlein, 2010)

2.1. Social Network Websites Usage by Employers to Screen and Select Job Applicants

Many recruiting professionals are using job applicants’ reputation information online to assess a potential employee’s
lifestyle that might be questionable to the core values of the employer (Belluck, June 22, 2006). Moreover, a survey of
employers indicated that, 78% of recruiting professionals use search engines, 63% of recruiters searched social network
websites, 59% of the recruiters examined photo and video sharing websites, as are professional and business network
websites (57%), personal websites (48%), blogs (46%), online forums and communities (34%) and even online gaming
websites (27%) (CROSS TAB January 2010).

Society for Human Resource Management (2013) research findings indicated that, LinkedIn remains the most
commonly used social network websites by employers for screening and selecting job applicants (92%), professional and
association’s social network websites (14%), Facebook (58%) and MySpace (4%), Twitter (31%). A recent survey conducted
by Society for Human Resource Management (2014) also revealed that 77% of recruiting professionals screened and selected
job applicants by evaluating their profiles on social network websites

Also, Stoughton,Thompson, and Meade (2015) affirmed that social network websites and as earch engine such as
Google are used by 27%-65% organizations to screen job applicants. Society for Human Resource Management (2013)
research findings indicated that, LinkedIn remains the most commonly used social network websites by employers for
screening and selecting job applicants (92%), professional and association’s social network websites (14%), Facebook (58%)
and MySpace (4%), Twitter (31%). A recent survey conducted by Society for Human Resource Management (2014) also
revealed that 77% of recruiting professionals screened and selected job applicants by evaluating their profiles on social
network websites.

Why are employers interested in the profile information of job applicants? Human resource managers and recruiting
professionals can form their opinion about a job applicant’s personal qualities, professional skills,and even their moral values.
The major areas of concern among employers on the information posted on social network profiles of job applicants includes:
drinking or drug abuse, provocative or inappropriate information, poor communication skills, lying about qualification,
discriminatory views, unprofessional names, linked to criminal behavior, disclosed of confidential information about former
employer and insulting former employer (Causer, 2009).

Society for Human Resource Management (2013 cited in Segal, 2014) affirmed that, 74% of surveyed employers were
interested in the legal risk and protected characteristics, and 61% were concerned about whether job applicant is fit for the
organization though 63% are concern about the relevance of information obtained from social network websites. Meinert
(2015) added that employers search social network websites for situational judgment test use, personality testing and
behavioral rating scales. A survey revealed that the use of bad language posted on social network profile would negatively
affect the hiring decision of 86% of employers (Fry, 2013). The same survey indicated that 82% and 81% of employers’ hiring
decision would be negatively affected by discriminatory views and inappropriate picture/ video respectively.

Further, a survey of recruiting professionals done by CROSS TAB (January 2010) indicated that 70% of the survey
recruiting professionals rejected job applicants based on the online their behavior or activities. Also, 58% of surveyed
recruiting professional revealed that job applicants were rejected based on their online lifestyle; inappropriate comments and
text of job seekers also influence the rejection of 56% job applicants, and 55% were rejected due to unsuitable photos, videos,
and information. Career Builder (2014) further affirmed that employers rejected job applicants resulting from information on
inappropriate photographs, drug, and alcohol-related information, bad-mouthed previous employers/friends/colleagues or
relatives, discriminatory comments on religion/gender/race, incorrect qualification, unprofessional screen name and linkages
to criminal behavior posted on profiles of social networks and search engines.

Notwithstanding these negative effects of the use of social network profile for screening and selection by employers,
job applicants can also benefit. That is when the findings of searching the social network profile happen to be favorable. When
job applicants’ historical digitalfootprints are favorable in terms of meeting the required skills, job related interest,
competencies, professional experience, communication skills and even personal traits of a particular job or position in a
consistent manner, employers will be encouraged to hire these job applicants (Betances, Solarczyk & Belloows, 2012). Privacy
settings may be activated but cannot provide enough protection of students’ social network digital footprint from employers
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since many friends and networks may access, copy, paste or forward online profile information (Empower your students and
yourself as digital citizens, 2012).

2.2. Social Network Usage by Students and Awareness of It in Screening and Selection

The means of communication between and among families, friends, workers, students, and lecturers are greatly
influenced by the changing trends in technology especially online social networks. Social network websites were established
to provide an avenue for the user to interact online through personal expression on the website profiles and even search
engines’ accounts.The use of social networks websites is growing per seconds. They have become the easiest, fastest and most
convenient means of communication around the world. Social networks have reduced distance in communication and have
enhanced quick interaction. They have also created bigger platforms for meeting and connecting with people from all corners
of the world. Even businesses have taken advantage of these bigger platforms to market their goods and services.
Online social networks are fast changing the public discourse on the environment, politics, technology and entertainment due
to the ease of use, speed and reach (Owusu-Acheaw & Larson, 2015; Asur and Huberman, 2010). Minocha (2009) added that
the use of social network enhances the sense of community of students.Nonetheless, students should also be concerned about
their privacy and employment prospects at school. Peluchette and Karl (2008) commented that 50% of students have aprofile
that indicates party lifestyle and includes pictures of profanity as well as alcohol. Perhaps students post these pictures and
comments on their profile thinking that no one will see their post except those in his or her group. Shafie, Mansor, Osman,
Nayan and Maesin (2011)explained that students were concerned about their privacy on the social networks but were less
concerned about the content that impacts the career or profession. However, it was found that 80% of students surveyed were
concerned about their current postings on social network profiles (Peluchette & Karl, 2008).Additionally, Simply Hired (2012)
revealed that 90% of job applicants believe their social network profiles are examined before they are called for interview.

2.3. Theoretical Framework for the Use of Social Network Profile Information

Theories are used to explain observable realities and facts that provide the basic constructs. Several theories explain

the use of social networks construct. This research adopted the theories of reasoned action and planned behavior to explain
the growing use of social networks by students and also the used of social network profiles by employers in screening and
selection of job applicants.
The theory of reasoned action was developed to understand the relationships among attitudes, intentions, and behavior
(Fishein, 1967). This theory postulates that behavioral intention is the most important determinant of behavior and
individual’s behavior intention constitute the attitude towards performing that behavior but this is subjective to the associated
norm of the behavior.

Planned behavior theory also posits that the behavioral intention and attitude towards subjective norms are
independent determinants of perceived control (Montano & Kasprzyk, 2014). Therefore, the theories of reasoned action and
planned behavior operate on causal relationships among behavioral beliefs, normative beliefs and control beliefs (Ajzen,
2006).

Many researchers have used the theory of planned behavior to predict several behaviors (Baker & White, 2010;Stone,
Jawahar & Kisamore, 2010; Robinson & Doverspike, 2006).Relating the theories of reasoned action and planned behavior to
this research, it can be explained that, many University students are using social network websites due to the ease,
convenience, popularity and acceptability by peers. Also, many employers are using social network websites profile
information of job applicants due to a great deal of personal information posted on these profiles which can be accessed and
assessed at minimal or no cost to validate or predict the behavior of job applicants. This is because job applicants’ behavior on
these social networks websites can give an incline of who they are or will be on the job.

3. Methodology

A survey research design was adopted for this research. The population of the study is Valley View University
students,but the target population was the final year students. Final year students were selected due to their potential of
becoming job applicants immediately after school. A sample of 207 final year students from regular, sandwich and distance
educationwere surveyed from the business classes

Primary data was collected through a questionnaire. The questionnaire items were designed based on the research
questions. Hence the questionnaire was divided into four sections. Section A for demographic data, section B for students
awareness of employers usage of social network website profile in the screening and selection of job applicants, section C
covers students behavior on social network websites and section D deals with the approval of employers usage of social
network website profiles in the screening and selection of job applicants. To ensure validity and reliability of research
instrument, validated questionnaire items that reliably measured the research variables were used. The copies of the
questionnaire were administered to all modes of final year classes of students in the School of Business. Students were
allowed some time to fill the copies of the questionnaire after which they were collected. All copies were fully completed and
collected representing hundred percent response rate.

The data collected was analyzed by using descriptive statistics (frequency distribution tables), linear and log it
regression models.

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH & DEVELOPMENT DOI No.: 10.24940/ijird/2018/v7 /i3/MAR18017 Page 91



www.ijird.com March, 2018 Vol 7 Issue 3

e Modeling the influence of Students’ Awareness of Social Network Profile Evaluation (SASNPE) by employers on
Students Social Network Behavior (SSNB)
Since age, network, security and most interacted person are in different categories, we created dummies for each category and
estimated the regression model as follows:

4 4 5

4
bellave; = ay + ayAware; + f5; z Dy; + ayGender; + y; z Dy; + 6; z Ds3; + ¢ z Dy; + a3GPA; + u;

i=2 i=2 i=2 i=2
Where

D, Dy, D3;, Dy; are dummies for Age, Network, Security and Most interacted person online

e Modeling the influence of Students’ Social Network Behavior (SSNB) on Students’ Approval of Employer Usage of
Social Network Profile (AEUSNP) in screening and selection

Following Long and Freese (2001), assuming a latent variable y* ranging from —oco to oo, related to y as y* = x 8 + ¢
1ify*>0

The relationship between the latent variable and the observed valueis y = {0 ll}j: ;1* <0

For a given set of explanatory variables, we would see that Pr(y = 1|x) = Pr(y* > 0|x)

Substituting y* = x'B + ¢, we will obtain Pr(y = 1|x) = Pr(s > —[x'ﬁ“x)

exp(x’ﬁ)

2
If we assume that ¢ is logistically distributed with var(e) = %, we would obtain the logit model Pr(y = 1|x) = e (8

We can construct a model in which the predicted Pr(y = 1|x)would be within the ranges from 0 to 1.Using this idea, we
transform the probabilities into odds (indicating how often an event happen relative to how often it does not happen); that is,
how often an individual shows good social network behavior relative to how often the individual does not as

Pr((y = 1|x)) B Pr((y = 1|x))

02(x) = Pr(y=0x) 1-Pr(y =1|x)

In econometric modeling of the influence of Students’ Social Network Behavior (SSNB) on Students’ Approval of Social
Network Profile Evaluation(SASNPE) in screening and selection by employers, we estimate the probability that the students
would exhibit SASNPE asPr(y = 1) = A(By + B1SSNB; + B,GPA; + B;Gender; + B,Age; + BsSNB; + B¢Privacy;),

whereA is the logistic cdf for the logit model, SSNB; = students social network behavior measured as the sum of 8 different
behavior ( all measured as 1=yes or 0=no); GPA; =Grade average point of students (measured as 1 = 1.5 and below, 2 =1.5-
2.0,3=2.1-25,4=2.6-3.0,5=3.1-3.5, and 6 =3.6-4.0); Gender; = Gender of students;Age; = Age of students (measured as 1
for 20 years and below, 2 for 21-25 years, 3 for 26-30 years, 4 for 31-35 years, and 5 for 36 years and above); and
Privacy; =student concerned about privacy.

SASNPE; = Students’ Approval of Social Network Profile Evaluation is the dependent variable measured as 1=yes, 0 = no

4. Presentation of Data and Discussion

This section presents the demographic data of respondents and descriptive statistics with the help of frequency
distributive tables to provide detail information about each relevant variable. More so,it presents the analyses, interpretation,
and discussions of linear and log it regression results objective by objective.

4.1. Data Presentation, Analysis, And Discussion

4.1.1. Demographic Data of Respondents

Frequency Percent Cumulative Percent
Male 106 51.2 51.2
Female 101 48.8 100.0

Table 1: Gender of Respondents

Table 1 indicates a total of 120 respondents consisting of 106 and 101 males and females representing 51.2% and
48.8% respectively.
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Frequency Percent Cumulative Percent
20 Years And Bellow 10 4.82 4.8
21-25 Years 111 53.6 58.4
26-30 Years 60 29.0 82.4
31-35 Years 15 7.3 89.7
36 Years And Above 11 5.3 100.0

Table 2: Age Range of Respondents

Table 2 shows the age distribution of respondents. Majority of the respondents falls within the age range of 21-25

years representing 53.6%.

Frequency PercentCumulative Percent
WhatsApp 180 87.0 87.0
Facebook 19 9.2 96.2
Twitter 3 1.4 97.6
YouTube 2 1.0 98.6
Others 3 1.4 100.0

Table 3: Mostly Used Social Network

Table 3 also reveals that the mostly used social network by respondents is WhatsApp with 87.0%. Though the
respondents make use of Facebook, Twitter, YouTube, LinkedIn and other social networks, WhatsApp is the mostly used social

network.
Frequency PercentCumulative Percent
Friends 174 84.1 84.1
Family 29 14.0 98.1
Lecturers 3 1.4 99.5
Others 1 5 100.0

Table 4: People Mostly Interacted with on Social Network

Respondents interact with friends, families, lecturers, and others on the social network but mostly with friends as
indicated in table 4. Hence, 84.1% of the respondents interact mostly with their friends on their most used social network.

Frequency Percent Cumulative Percent
Very secured 45 21.7 21.7
Secured 92 44.4 66.1
Somehow secured 57 27.5 93.6
Not secured at all 13 6.3 100.0

Table 5: Security of Social Network Profile

Concerning the security of the social network profile information of respondents, a cumulative percent of 66.1 them
believes that their information posted is secured and 27.5% indicates that their profile information is somehow secured

Frequency PercentCumulative Percent
1.5 and bellow 4 1.9 1.9
1.6-2.0 6 2.9 4.8
2.1-2.5 26 12.6 17.4
2.6-3.0 77 37.2 54.6
3.1-3.5 72 34.8 89.4
3.6-4.0 22 10.6 100.0

Table 6: GPA Range of Respondents

Table 6 reveals that the majority of the respondents’ GPA falls within 2.6-4.0 and 149 of the respondents representing
72.0% have GPA within the GPA range of 2.6-3.5. The GPA range is based on 4-grade point. Therefore the majority of the
respondents are between second class lower and second class upper.
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Frequency Percent Cumulative
Percent
No Yes No Yes
Awareness 22 185 10.6 89.4 100
Concerned about privacy 24 183 11.6 88.4 100
Approval 98 109 47.3 52.7 100

Table 7: Respondents’ Awareness, Concerned about Privacy and Approval of the
Use of Social Network Profile in Screening and Selection by Employers

Table 7 shows the respondents awareness of employers using social network profiles of job applicants in screening
and selection. It also shows respondents’ concerned about the privacy of their social network profiles and their approval of
employers’ usage of social network profiles in the screening and selection of job applicants for employment. Majority of the
respondents with 89.4% are aware of the use of social network profiles in the screening and selection of job applicants.
Moreover, 88.4% of respondents are concerned about the privacy of their social network profile. However, 47.3% of
respondents approved the use of social network profiles in screening and selecting job applicants and 52.7% disapproved the
use of social network profiles of job applicants in screening and selection by employers.

Frequency Percent Cumulative
No Yes No Yes Percent
Posted provocative/inappropriate 18423 | 88.9 11.1 100
picture/video
Posted information about drinking 17928 | 86.5 13.5 100
Posted information about substance | 15453 | 74.4 25.6 100
abuse
Have bad mouthed 16938 | 81.6 18.4 100
friends/colleagues/relatives
Posted discriminating 14463 | 69.6 30.4 100
comment(race, gender, religion)
Posted unprofessional name 14364 | 69.1 30.9 100
Have been tagged inappropriate 12978 | 62.3 37.7 100
picture/ video
Have tagged someone with 17136 | 82.6 17.4 100
inappropriate picture/ video

Table 8: Respondents’ Social Network Behavior (SSNB)

The main areas of concerned to employers in reviewing the profiles of job applicants comprise the statements in Table8. Table
8, therefore, shows that 88.9%, 86.5% and 74.4% of respondents did not post provocative/inappropriate pictures/video,
information about drinking and substance abuse respectively. More so, 81.6%, 69.6% and 69.1% of respondents respectively
have not bad-mouthed friends/colleagues or relatives and did not post discriminatory comments and did not post the
unprofessional name on the social networks. Moreover, 62.3% and 82.6% of respondents have not been tagged and have not
tagged people with inappropriate picture/video on social network profile.

4.2. Inferential Statistics

Variable Coeff SE P Values
SASNPE -417 418 321
Age (Omitted category, 20years and below)
21-25 years .538 .614 .382
26-30 years 824 .656 211
31-35 years -.556 .763 467
36 years and above 155 .866 .858
Gender -.368 262 162
Network (Omitted category, Whatsapp) 467
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Variable Coeff SE P Values
Facebook .033 443 .940

Twitter -1.176 1.050 .265
YouTube .035 1.345 .979
Others .739 1.234 .550
GPA 341 .130 .009*
Security of Social Network
Somehow secured .045 .339 .894
Secured -.206 .365 .572
-.093 .608 .877
Very secured
Most interacted person:
Family .390 .363 .283
Lecturer -.590 1.119 .596
Others -1.076 1.988 571
Constant 3.367 1.018 .001

Table 9: Influence of Students’ Awareness of Social Network Profile

Evaluation (SASNPE) Of Job Applicants on Student Social Network Behavior (SSNB) N = 207
F(17,189) =1.54 Prob. >F =.0846 R2 =.122

Root MSE = 1.7729*Variable Has Significant Influence Student Social Network Behavior
SASNPE = Students’ Awareness of Social Network Profile Evaluation

Table 9 indicates the influence of SASNPE of job applicants by employers on SSNB. The table shows that, SASNPE of
job applicants negatively correlate with SSNB at -.417 but not significant since the p-value is greater than 5%. Also, Age,
Gender, Network, GPA, Security and the most interacted personcan influence SSNB at P values as indicated in table
9respectively but are all insignificant except GPA. That means high GPA significantly influences student’s behaviour on
thesocial networks. This is revealed by the p-value of .009. All other factors have higherP values and have no significant
influence on students’ social network behavior. Some of the factors have negative correlation but at aninsignificant level.
Regarding the hypothesis one, we accept that students’ awareness of social network profile evaluation of job applicants in
screening and selection by employers has no significant influence on students’ social network behavior. Nonetheless, students’
awareness, the type of network mostly used, how secured the network is,gender and GPA can influence students’ social
network behaviorbut not significantly except GPA.

Variables Odds Ratio S.E P Values
Social Network Behavior 952 .081 .565
(SNB)
Age (Omitted category,
20years and below)
21-25 years .383 291 .208
26-30 years .784 .624 .760
31-35 years -.379 344 .286
36 years and above .380 .370 324
Gender .938 278 .830
Privacy .845 .379 .708
Security of Social Network
Somehow secured 1.346 .508 431
Secured 1.330 .540 479
Very secured 1.194 779 .785
GPA 973 139 .852
Constant 2.669 2.92 .370

Table 10: Influence of Students’ Social Network Behavior on Approval of
Employer Usage of Social Network Profile Evaluation No of Observations = 207
Wald Chi2 (11) = 0.668, Probability > Chi2 =.8240, Pseudo R2 =.0251
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The influence of students’ social network behavior on students’ approval of social network profile evaluation by
employersis indicated in table 10. All the variables have less odds ratio of influence and high p values. Low odds ratios with
high p values mean that social network behavior, age, gender, privacy,and GPA have insignificant influence on the approval of
the use of social network profile evaluation by employers in screening potential employees.However, the security level of
social network profile has high odds ratios meaning that students perception of how secured the profiles are on social network
influence their social network behavior.

Given the presentation in table 10, hypothesis two is accepted that students’ social network behavior has no
significant influence on students’ approval of employers’ use of social network profile evaluation in screening and selection job
applicants). However, given the odds ratios of social network behavior, gender, privacy, security and GPA, students approval of
employers’ use of social network profile in screening and selection of job applicants can be influenced but not at significant
levels.

5. Discussion of Findings

The first purpose of this study is to provide ananswer to the level of students’ awareness of employers using the social

network profiles information of job applicants before hiring job applicants. It was foundthat89.4% of respondents are aware
and 10.6% are not aware of employers using social network profile information of job applicants in screening and selection for
employment. Also, 88.4% are concerned about the privacy of their social network profile as depicted in table 7.
Secondly, the study seeks to answer the extent to which students’ awareness of social network profile evaluation in screening
and selection of job applicants by employers influences their social network behavior. The regression results revealed in tables
9 and 10 that, students’ awareness of employers using social network profile information of job applicants influence their
social network behavior but insignificantly. The control factors (students’ approval of the use of social network profile
information in screening and selection, most used social network and GPA of students, and gender) that influence students’
social network behavior were all at insignificant level except GPA. It can, therefore,be inferredthat students with higher GPA
exhibit good social network behavior. Moreover, female students exhibit better social network behavior than male students as
indicated in table 9.

Thirdly, the research seeks to assess the influence of students’ social network behavior on students’ approval of the
use of social network profiles in the screening and selection of job applicants by employers. It was revealed that, given the
social network behavior of students’ at odds ratio of .952, 52.7% of students will approve employers use of social network
profile information of job applicants in the screening and selection and 47.3% will disapproved though 88.4% are concerned
about the privacy of their social network profile as shown in table 7.This may be motivated by the difficulty in getting ajob
after school. That is students’ awareness of employers using social network profile information of job applicants in screening
and selection influences students’ social network behavior but at an insignificant level as revealed table 10.

Among the factors that can influence students’ social network behavior on the approval of employers’ use of social

network profile, social network behavior, gender, type of network, concerned for privacy and GPA all insignificantly influence
students’ approval regarding employer usage of social network profile in screening and selection.
Aligning the research these findings to other studies, Simply Hired (2012) revealed that 90% of job applicants believe their
social network profiles are examined before they are called for interview. Shafie, Mansor, Osman, Nayan and Maesin (2011)
explained that students were concerned about their privacy on thesocial networks but were less concerned about the content
that impacts the career or profession.

Moreover, this research results confirmed the study of Peluchette and Karl (2008) which found that 80% of students
surveyed were concerned about their current postings on social network profiles. That is, privacy settings may be activated
but cannot provide enough protection of students’ social network digital footprint from employers since many friends and
networks may access, copy, paste or forward online profile information (Empower your students and yourself as digital
citizens, 2012).

6. Conclusion and Recommendations

This study investigated students’ awareness of the use of social network profile information of job applicants by
employers on students’ social network behavior and the influence of students’ social network behavior on their approval of
employers using job applicants’ social network profile in screening and selection. It is concludedthat students’ awareness of
the use of social network profile information of job applicants by employers, influences students’ social network behavior but
at aninsignificant level. Also, students’ social network behavior insignificantly influences their approval of employers using job
applicants’ social network profile in screening and selection. Further, High GPA and female students exhibit good behavior
social network.

Students awareness of the SNPE influence their behavior especial those with higher GPA,but their SNB does not
significantly influence their approval of SNPE by employees in screening and selecting potential employees.
Based on the findings of the study, it is recommended that students should be mindful of their behavior on thesocial networks
since bad social network behavior can deny them their job.

Academic administrators can take a clue from this research for policies concerning the use of social network websites
in Universities. That is, there is a correlation between poor performance and bad social network behavior of students.
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Academic advisors and counselors should also use findings of this research for helping students achieve their career goals.
Employers should be circumspect about the use of social network profile information in screening and selection since
informationobtainable may infringe upon the privacy of social network users.
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