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Introduction
It’s 2018 and the world has fully embraced digital, mobile and social. And for HR teams and 
recruiters like us, that means our candidates (who are after all, just normal consumers) have gone 
digital, mobile and social too. As a result we must follow suit in order to attract the best talent.

For some HR practitioners, this may involve 
stepping out of their comfort zone. However 
uncomfortable, it is vital. Traditional 
recruitment methods (think print ads, job 
boards and referrals) are not as effective as 
they used to be. If you’re looking for a more 
powerful and effective way to reach passive 
talent in today’s competitive jobs market, 
you’ll need to start social recruiting.

Social recruiting is here to stay. We live in  
a constantly evolving digital world, where the 
best recruiters are already brilliant marketers. 
In order to stand out from the competition 
and engage your audience, you’re going to 
have to treat candidates more like consumers 
who you are selling your product to.

The good news for HR teams and recruiters 
is that developing a social recruiting strategy 
really isn’t as daunting as it sounds.

The key is to define your audience, plan  
your approach, involve the right people,  
start small, test as you go and evolve your 
strategy as you learn.

We’re here to take away some of the mystery 
behind creating your first social recruiting 
strategy. This ebook will help you get one step 
closer to that elusive talent you’re looking for.
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The power of 
social recruiting 

Chapter one
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Majority of all job searches are done online. 85% of these searches are done on mobile

What is social recruiting?
The concept of social recruiting is pretty 
simple. It involves using social media to share 
interesting content with relevant people, 
telling them why you are a great company  
to work for.

What’s good about it?
It’s a proactive approach, meaning you go 
to your audience rather than asking them 
to come to you. You can literally put your 
message directly into your candidates’ hands  
- that’s the beauty of social and mobile.

Sounds easy  
enough, right?
A word of warning

The difficult thing about social recruiting is 
that it’s not going to solve all of your problems 
overnight - it’s a long term strategy. As such, 
it is going to require a significant amount of 
time and energy in order to be successful. 
That’s the bad news…

Commit to a  
social presence
You have already taken the first step by 
downloading this guide. You clearly recognise 
the importance of a strong digital presence 
and want to commit to increasing your social 
recruitment activity. The good news is that 
this area of recruitment is still in its relative 
infancy and if you move quickly, you can get  
a head start on your competitors.

A carefully planned and executed social 
recruitment strategy is a very powerful  
and unique way to reach passive talent. 
Ultimately, you get out what you put in.

WARNING: At this early stage, you’re likely 
to be highly motivated to begin, but don’t 
be tempted to start shooting out jobs in the 
hope that your most sought after candidates 
will hear you. That is precisely what not to 
do. If they do hear you, you’ll be immediately 
dismissed as a social spammer.

Nearly

3 in 4 

employees say their employer  
does not (or know how to) 
promote their employment  
brand on  
social media.

Prev Next 5HR’s guide to social recruiting:  Using social media to attract top talent



Define your 
audience and reach 
the right people

Chapter two
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Who are you targeting?
Before you start using social media, you need 
to do your homework. The first step is to 
define your audience. Who EXACTLY are you 
trying to recruit? What are their behaviours, 
skills and priorities? Where do they hangout 
online? What really makes them tick? The 
marketing world uses the term ‘user personas’ 
to define their target market. 

For more information about building personas 
take a look at this handy guide from Hubspot: 
http://knowledge.hubspot.com/contacts-
user-guide-v2/how-to-create-personas 

As you gather this information on your target 
audience, be prepared to periodically review 
your ‘user persona’ to ensure it remains 
updated as the candidate climate evolves. 
According to Fortune Magazine, Millennials 
will soon make up approximately 50% of the 
workforce. With three generations currently 
predominant in the marketplace (Baby 
Boomers, Generation X, and Millennials),  
this candidate shift in the marketplace  
will alter traditional expectations.

TIP: You will probably have more than one 
candidate persona so try starting with 4-5  
in the first instance and then build them  
up over time.

Where can you 
reach them?
Having identified your target audience, 
you can then start to identify which social 
platforms to best reach each persona on. 
FOCUS is absolutely vital at this stage  
of the process.

Social media can be extremely time 
consuming. You may want to start small  
in the first instance, focusing your social 
recruiting efforts on just one or two  
personas and social platforms.

 
Millennials  
will soon 
make up 
approximately 
50% of the 
workforce.

50%
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Niche groups
If you’re looking to appeal to a niche group 
of candidates, there are several industry and 
skills-specific social networks, not to mention 
relevant groups on LinkedIn, to consider 
getting involved with. Your existing employees 
should give you a good indication of the most 
relevant social networks for your industry.

In addition to understanding the social habits 
of your target audience, it’s also critical 
that you understand the strengths of each 
platform. For example, Twitter is great for 
live news updates. It is a rarity for followers 
to search past tweets in their timeline more 
than a few hours old - simply because of the 
volume of tweets received. In this case, it is 
perfectly normal to tweet the same or similar 
messaging a few times within a day or week. 
On the other hand, posting the same message 
on Facebook with the same strategy will  
have an adverse effect, which can appear  
to followers as spam or a company error. 

What’s already in place?
Most companies already have social media 
profiles. However all too often these are 
‘owned’ by the marketing team, with priority 
placed firmly on the organisation’s consumer 
brand rather than the employer brand. While 
it’s true to say that recruiters and HR teams 
have historically been left out in the cold,  
this is changing as more top companies  
adopt a more collaborative approach  
to social media management, involving 
employees from across the business to give  
an accurate picture of life at the organisation.

When it comes to social media and employer 
branding, your employees are your greatest 
asset and loudest ambassadors. Empowering 
your employees to advocate for your brand 
has a direct impact on the perception of  
your internal culture, as well as overall 
employee satisfaction.

 
Taking the time to understand 
each social network is key to 
maximising brand potential  
and recruitment  
strategies  
on social  
media.
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Where are you now?
A vital part of the initial planning process is, 
therefore, to understand your current social 
footprint (where you are now) and to set 
specific social recruitment objectives  
(where you want to be).

Points to discuss with your company’s  
current social media ‘owners’: 

• Do you need separate social profiles  
for your consumer brand and your  
employer brand (not always)? 

• How can you start to introduce  
recruitment and employer branding  
into your social media messages?

• Should you consider hiring someone 
specifically to support recruitment 
marketing and to own the social 
recruitment strategy and its 
implementation? (This person  
could be from marketing or HR) 

• Do you have a company-wide, consistent 
# in place to capture work related tweets 
from current employees? (If not, suggest 
one e.g. We use #TeamGuidant) 

• What are your competitors doing by way  
of social recruiting? What can you learn 
from them? 

• Although not direct competitors, how  
are other brands utilising social media for 
recruiting? What could you utilise within 
your industry? 

• Are you social listening? Who are the key 
influencers in your market? Can you engage 
with them to drive recruitment activities?

 

?#Do you have 
a company 
-wide, 
consistent  
hash-tag?

Prev Next 9HR’s guide to social recruiting:  Using social media to attract top talent



Allocate 
responsibly

Chapter three
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Regardless of whether you have a recruitment 
marketing professional on your team, social 
recruiting should be a team effort. It needs to 
be a collaboration between several different 
teams including HR, resourcing, marketing, 
digital, operations and even leadership.

It is, however, useful to give one individual 
or team ultimate ownership of day-to-day 
communications in order to maintain a 
consistent approach and to drive momentum 
around your posts. All too often, social 
media strategies fall by the wayside after an 
enthusiastic start. Allocating clear ownership 
for posting recruitment-related updates will 
help to alleviate this issue.

Find your cheerleaders
You can also spend some time identifying  
your biggest employer brand advocates 
internally. Naturally, some employees will be 
more active on social than others, so work 
hard to engage your company’s most active 
and influential employees first. You might 
want  to officially allocate internal social 
ambassadors throughout the organisation  
to drive employee social engagement. Be sure 
to reward any positive behaviours (with a like 
or retweet) and encourage everyone to get 
involved by sharing their own stories, pictures 
and opinions. The more positive reinforcement 
you create among your employees, the more 
engagement you will receive.

It’s the cycle of social that keeps on giving.

TIP: At this stage, it’s useful to assess the 
social skills on your current team. Is there  
a skills gap / need for further social training 
on your immediate or indirect team?  
There are hundreds of fantastic courses  
online to help your social strategy succeed…

 

83% of candidates  
will check out potential  
employers online.

83%
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Great content 
= great results

Chapter four
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A strong employer brand and great supporting content are vital components of your social 
recruitment strategy. Candidates want to know what it’s like to work at your business  
and how they could fit in. 

The key here is to SHOW your audience  
rather than just TELL them.

But where do you start?
Again, rather than jumping straight in, 
take some time to understand your current 
reputation in the market. What are employees 
and candidates currently saying about you 
online? Is this how you want to be portrayed? 
Or do you want to shift your reputation  
in a different direction?

Really take some time to think about your 
selling points and why someone would want 
to work with you over your competitors.

Points to consider: 

• What makes your company unique? 

• What makes your current team want to 
work at the company - if you don’t know, 
ask. This is a great opportunity to listen  
to your current employees and to involve 
them in the social media strategy. 

• Ask current employees ‘What does this 
company mean to you?’

Be sure that the tone and messaging of  
any employer branding content is consistent 
and accurate. Your internal culture IS your 
employer brand.

When you have defined who you are and what 
you want to say, you can then develop specific 
content to communicate your key messages.

To get you started, here’s what candidates 
might want to hear about: 

• Company culture / day in the life insight 

• What work is being done 

• What the people are like 

• Office environment - where they will sit 

• Unique perks 

• Company photos / real life videos 

• Career paths and training / progression 

• Company values / what you stand for

• Events / social activities
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Inventory
You don’t need to start from scratch - take an 
inventory of the employer branding content 
you already have, on your website for example, 
and consider using or repurposing that.

As well as the messaging think about the tone 
of voice and different formats you can use 
to engage your audience. Some prospective 
employees might respond better to a short 
iPhone video from a prospective colleague 
outlining a new position on the team than 
they ever would a traditional job ad.  
The more you can communicate your 
corporate personality, the more likely it is  
to resonate with the right fit of candidate.

Your external reputation
Aside from internal resources, be sure to  
look online for other insight on your employer 
reputation. Glassdoor is a candidate-focused 
social platform that allows employees to rate 
and review current and previous employers 
anonymously. Potential candidates can review 
company culture, salaries, photos of your 
office environment, and more. Companies  
are not asked to create a profile: this happens 
automatically and someone from the 
company with a company email address needs 
to claim it. It’s critical for you to not only take 
ownership of the organisation’s Glassdoor 
profile, but also to be proactive about sharing 
content. Responding to reviews can help 
with mitigating negative perceptions that 
may impact potential candidates. Unclaimed 
business profiles on Glassdoor can create a lot 
of damage to your brand within the candidate 
marketplace. Likewise, candidates can also 
now rate employers on Indeed.

 

Some prospective 
employees  
might respond 
better to a short 
iPhone video.
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Content pillars
Another key social media tip is to share  
other people’s content too. No-one likes the 
person that only ever talks about themselves. 
This is also true on social. Social should be  
a conversation, not just about you.

Marketers use pre-defined content pillars to 
identify safe, consistent topics as the focus 
for their social chatter. Pick topics which 
are relevant to both your company and your 
candidate audience. These might be industry, 
geography or behaviour related and will help 
to keep the third party content you share 
relevant and interesting to your audience.

Share best practice tools
You can also develop a ‘best practice’ suite 
of tools to share with your colleagues. For 
example what does the perfect company job 
ad look like? Can you provide a template for 
social visuals, or offer best-practice advice 
on creating employee LinkedIn profiles? The 
more help and guidance you can give people, 
especially hiring managers, the better.
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Track and adapt 
then keep going

Chapter five
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Like all new initiatives, you need to start somewhere.

Throughout this guide we have emphasised 
the importance of planning and taking  
a long term approach. But at some point  
you just need to get started. The beauty 
of social media is that it doesn’t cost you 
anything other than time. So there isn’t  
any financial investment or risk involved, 
unless you decide to sponsor your updates.

Boost your posts
Boosting your posts on sites like Twitter, 
LinkedIn and Facebook places them directly into 
the newsfeed of you audience. It’s also possible 
to specifically target users by geography 
and behaviour. This is a fantastic way to 
reach passive talent that you’re not directly 
connected to via your social profiles. However, 
costs can accumulate pretty quickly so choose 
your sponsored posts carefully. You can also 
upgrade your company profiles on LinkedIn  
and Glassdoor when you are more established  
- though it’s not essential in the first instance.

Consider additional 
technology
If you are keen to implement a more 
comprehensive and coordinated strategy for 
your social recruiting efforts, there are plenty  
of technology platforms available that facilitate 
the use of social media throughout your 
entire hiring process. For example Jobvite and 
PeopleFluent are social platforms specifically 
for helping companies find and recruit top 
talent for their respective fields. Furthermore, 
platforms like these go beyond general 
awareness of job interest and application 
details. Recruiters can review resumes, track 
engagement of candidates, and more. Using 
these platforms can have great benefits for 
accurately tracking recruitment traction.

For most people, the first priority is to 
start sharing timely, relevant career and 
recruitment related content with your target 
audience. Remember, your aim is to build 
awareness of your employer brand and to 
develop an engaged talent pipeline over 
time. It’s not just about filling specific jobs 
directly - although that can and does happen. 
Unfortunately social recruiting isn’t the 
answer to everything - it is just one part  
of the puzzle that is modern day recruiting.

Benchmark
A useful way to benchmark your progress is 
via a monthly or quarterly audit of your social 
channels and the engagement they achieve. 
Sites like Sprout Social can facilitate this  
and offer great insight, although each site 
also offers an analytics page. You can also 
identify your most engaged employees and 
encourage them to get even more involved.

Over time, you will start to build an emerging 
picture of what works and what doesn’t for 
your organisation. As your social recruitment 
strategy advances, refine your approach  
and adjust to your findings.

Tracking specific recruitment KPIs like cost 
per hire, time to hire and volume of attrition 
will help you to assess the impact your social 
recruiting and employer branding efforts  
have over time.

Listen and be respectful
It’s vital that you listen to what candidates 
are saying about you and respond accordingly. 
You may receive the occasional negative 
review or social media comment. However, 
as long as you deal with these in a timely 
and professional manner, others will see your 
response and make up their own mind about 
the situation. NEVER be tempted to react in 
haste or get into an online argument. Take any 
issues offline to be dealt with personally. If you 
wouldn’t say something to a crowded room  
of people, don’t say it on social media.

 
Boosting posts on sites  
like Twitter, LinkedIn  
and Facebook places  
them directly into the  
newsfeed of you audience.

Prev Next 17HR’s guide to social recruiting:  Using social media to attract top talent



Conclusion

Chapter six
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Although a daunting task for beginners, incorporating social media into your recruitment strategy 
can help you reach your target audience with more direct impact and visibility than ever before. 
With time, effort and a great internal team, your organisation can drastically improve brand 
awareness and perception while attracting top candidates within your industry.

Don’t procrastinate; jump straight into the 
social game and begin your journey towards 
effective social media recruiting!
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guidantglobal.com

Globally 
connecting you to 
great people

Guidant Global
Empowering you with a better, more  
forward-thinking and people-driven approach, 
we are the new global leaders in workforce 
solutions. Uniting Bartech with Guidant  
Group across the globe, we are committed  
to collaborating, thinking creatively  
and delivering new and better solutions  
for the workplace of today. For clients.  
For suppliers. For individuals. For everyone.

Everything we do is about doing things better. 
We listen, understand and advise. We partner. 
Our belief in a collaborative, people-centric 
approach builds relationships based on trust. 
Our workforce strategies enable you to  
source, assess and implement complex  
talent solutions that truly fit your business.

To find out more about our recruitment solutions delivered 
with strategic insight please visit our website.
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