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“When the social media revolution 
began, the world’s social platforms had 
an idealistic vision of connecting our 
world. 

They planned to give everyone free 
access to the information, knowledge, 
and resources they needed to experience 
intellectual freedom, social and economic 
opportunity, better health, job mobility, 
and meaningful social connections. 
They were going to fight oppression, 
loneliness, inequality, poverty and 
disease. 

Today, they’ve seemingly exacerbated 
the very ills they set out to alleviate.”

Prof Sinan Aral. MIT 
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These days, everyone is networking. Social media offers 
to connect us to everyone we need to, anywhere in the 
world, through a few clicks. All the information we may 
require is at our fingertips, the great leveller. But as this 
report demonstrates, networks have a dark side, social 
networks can be suboptimal. It turns out that access to 
information and access to others depends greatly on how 
social networks are configured. 

Even though there are many routes through which 
information can flow in networks, some positions in 
networks are much more influential than others and these 
have a great distorting effect on the flows. 

The tech giants know this and greatly profit from it by 
aggregating users around advertising priorities. But the 
structure of social media networks are opaque, the 
algorithms that generate these structures known only to 
their owners. Far from levelling access to information and 
connections, these create new barriers to efficient 
interaction. 

This report details the impact of the structural distortions of 
social media on the operation of labour markets and 
advances a solution to the problem via more considered 
network design. This is an important issue with far-
reaching effects. It deserves to be widely read.

Prof Bruce Cronin
Networks and Urban Systems Centre 
University of Greenwich

Foreword
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The Candidate Exclusion Iceberg: The Impact of Social Media on 
Industrial Labour Markets paper, began in August 2019 following 7 
years of observation and a growing concern for what we continue to 
view as the systemic erosion and destabilisation of industrial skills, by 
those seeking to offer a solution.    

‘Iceberg’ provides critical insight into this issue and explains how it 
relates to a much larger and more complex problem, involving a 
paradigm shift in the use of automated systems and artificial intelligence. 
In the revenue led rollout of AI, we are, and I chose my words carefully, 
careering toward a point of irreversible entanglement with our social and 
economic frameworks, without scrutiny, accountability or it would appear 
from the example Iceberg provides, sufficient diligence.

With a growing majority of the world’s population using social media, 
if all information is being trapped and inhibited to the extent evidence 
suggests, then an artificial ceiling is forming and development, 
innovation, prosperity and it could be argued, freedom. Are all being 
obstructed to an extraordinary degree at a universal level. 

On the rollout of AI and his vision on the shape of things to come 
Accenture’s CTO Paul Daugherty advises [1] “Trust, I think really 
becomes a differentiator. A lot of people say data is the new currency 
or data is the new oil. I think it's trust” and [2] “Humanity, fairness, 
transparency, privacy, security - it is these five attributes that companies 
must put into practice in the digital age, when intelligent technologies 
have the capacity to do good as well as harm on a vast scale.”  

Iceberg explains why and how the suppression of beneficial information 
is currently occurring at “a vast scale” and:

• What urgent multilateral action needs to be taken by policy makers.

• How industry stakeholders can reverse the erosion of skills and move
toward regenerative and high quality optimised labour markets.

• What business owners need to do, to prevent their company’s revenue 
and growth potential from being limited.



First things first - The bigger picture 
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In light of what follows, it’s ironic that through a viral social 
media post, many of us will have been made aware of the 
bullet riddled WWII plane, describing statistician Abraham 
Wald’s discovery. Counter to reinforcing damaged areas 
on returning planes, Wald proposed applying armour to 
unscathed areas. Reasoning that planes that were hit in 
the untouched sections, were the aircraft that had not 
returned. Thus defining Survivorship Bias. 

While the damage caused by ‘bad’ information 
propagation is palpable, prompting action from legislators. 
This report represents a stark warning, in illustrating just 
one aspect of what we predict will be unwanted 
consequences, wrought by the continuing extensive 
suppression of ‘good’ information, by social media 
platforms.

In 2017 the European Commission hired Professors of 
Law Ariel Ezrachi and Maurice Stucke to research 
innovation in the digital economy. Their findings were 
concerning [3] "The ripple effects from toxic innovation 
extend far beyond the Tech Barons' ecosystems" and 
“these toxic innovations ultimately corrode our social and 
political fabric and harm our autonomy, democracy and 
well-being“.

Our observations support that view, and it’s clear factors 
which aid personal and commercial development, are 
being systematically supressed by social media gate 
keepers. 

Where online harms certainly need addressing, policy 
makers also need to be aware of the value destruction 
driving it, which represents the potential for immeasurably 
greater unseen damage.

Are the online harms propagated by social 
media, causing the most damage…

Or are they a symptom of something far more
destructive?



Executive Summary 
A reported 58% of the world’s total population now use social media and over a relatively short period 
it has unquestionably grown to become, the principal framework recruitment now operates within. 

Looking closely at the situation, we have identified issues relating to the recruitment of industrial freelance 
labour, moving toward a sub-optimal default. Which may have broader unintended consequences for other 
demographics and sectors. This is characterised in relation to traditional advertising (TA), by social media (SM) 
offering a third option which operates as a loss leader and allows members to post casually at no cost e.g.

TA: Not pay not post | Do pay do post
SM: Not pay not post | Do pay do post | Not pay do post  

Though seemingly innocuous (who doesn’t like the freedom to post at no cost?) when applied to industrial 
labour markets the model is critically flawed, as the loss leader generates a vastly dominant culture of casual 
job posts, which by design (not to undermine the business model’s premium option) exclude the majority, 
preventing work opportunities from reaching the largest possible volume of viable candidates - a vital 
component of labour market optimisation.  

The long-term effects of this are not yet known, but there are signs of an ongoing widespread erosion 
of industrial skills. If the majority of talent is being excluded from work opportunities, at the scale abundant 
empirical evidence suggests it’s happening at. The situation may have far-reaching consequences across 
existing infrastructure, emerging sectors such as offshore wind energy and business & society in general.

Simply put, if a recruiter casually posts a free job to a social media channel of 1,000 followers and the target 
skill base is 5,000 strong, unless every follower in the recruiter’s channel is a viable candidate, upwards of 80% 
of candidates and the tiers of experience within the skills base are excluded from the work opportunity – not 
forgetting the broader skills base able to transition into the role. We know when freelance field technicians fail to 
come into contact with regular work, they are prepared to act quickly to seek income security elsewhere; not 
necessarily remaining in their current line or sector.

This lack of labour market penetration is partly due to recruitment channels not being large enough and the 
information within them being effectively compartmentalised and withheld from non-members, thereafter relying 
on supplementary deliberate effort or chance interactions involving likes, comments or shares from third parties, 
to propagate outside each channel in order to reach a larger audience. However, in our day-to-day dealings we 
frequently see occurrences of companies with large channels of 30-40k, consistently failing to source preferred 
candidates, which suggests algorithmic governance is also involved in limiting engagement. 

It should also be noted that even where the main stakeholders in a sector may have large channels, the bulk of 
companies in it do not, so the cumulative net effect, is still an erosion of skills through the exclusion of 
candidates from work opportunities.

If this situation is present at a micro and meso level in our own industry segment, then as social media usage is 
becoming universal, the exclusion of candidates is equally likely to be widespread and occurring systemically at 
a macro level. Scaled across other sectors, this inefficiency may have been a factor affecting the attraction and 
retention of industrial skills for some time, though obscured by other more obvious influences and events, the 
most recent example being the global pandemic.

To our knowledge, there has not been a study which describes the influence of social media on industrial labour 
markets. Which when you think about it is extraordinary, considering the substantial bearing social media 
recruitment has had on worldwide labour markets since the beginning of its mainstream adoption, circa 2012. 
Yet, what we can be absolutely certain of, is that social media recruitment is having a substantial impact and we 
need to understand whether that affect is beneficial or detrimental to the acquisition, development and retention 
of industrial skills. 



The Candidate Exclusion Iceberg: The Impact of Social Media on Industrial Labour Markets, began in August 
2019 following 7 years of observations, 22 years of working exclusively with international dynamic labour 
markets, and a growing concern for what we view as an ongoing erosion of industrial skills. 

The paper also provides insight into a much larger, more complex and faceted situation, that has flown well 
under the radar, established with no scrutiny and which demands further in-depth analysis. 
Though based in our own field, the overarching principle of this paper, advises that information cannot be 
commodified and trapped at such an enormous scale in social media, without significant unwanted 
consequences. 

To fully grasp the range of instruments involved and to identify future undesirable outcomes and to what degree 
value is being destroyed, a comprehensive study by front runners in the field of Network Theory and Labour 
Market analysis is essential. Yet, for the duration of a far-reaching examination, which at the time of writing is 
neither planned nor funded and would be measured in years, not months. It would be rational to assume a 
worst-case footing and seek to actively address a situation, which appears to undermine the volume and 
availability of skills which support our infrastructure, economies and ultimately, our wellbeing and security. 

The hypothesis has received oversight from three ranking PhD level academics, including an advisor to 
organisations such as NATO and two of the UK’s leading network theory scientists. It sits for consideration with 
other leading academics and global authorities on business analytics, network theory and management at two 
distinguished US universities, ministerial and non-ministerial departments of the UK government, directorates of 
the European Commission, two US senators directing enquiries into social media and senior figures at the WEF 
and UNESCO.

We are at a major crossroads in how information relating to our welfare is controlled and what part artificial 
intelligence plays in that. We hope you find what follows interesting and of value. 
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In September 2021 led by Prof Joseph Fuller, Harvard 
Business School released a paper titled [4] Hidden 
Workers: Untapped Talent. The report highlights how 
companies are increasingly desperate for workers and 
continue to struggle to find candidates with the skills 
they require, putting their competitiveness and growth 
prospects at risk. 

Principally the paper identifies how automated hiring 
software such as Applicant Tracking Systems (ATS) 
are screening-out viable candidates able to fulfil roles 
and ultimately stopping an estimated 27 million people 
from finding full-time work. Key to note, is that ATS 
systems are excluding viable candidates - once 
candidates have applied for a job and entered the 
recruitment funnel. 

While the situation with ATS systems is a significant 
concern, what we are seeing across social media is 
something potentially much larger, in the segregation 
of workers from job information at a systemic level. 
With structures entirely excluding candidates from 
entering the recruitment process in the first place. 

Hidden Workers: Untapped Talent found 75% of 
employers surveyed, rely on ATS systems. 

LinkedIn advises it has [5] ‘over 29 million LinkedIn 
members in the United Kingdom’. [6] OECD Labour 
Force Statistics 2021, put the UK’s contingent at just 
over 34 Million. This implies in the region of 85% of the 
UK’s labour force are LinkedIn members.

LinkedIn Global Talent Trends report 2022 advises 
[7] the platform has ‘740+ million members worldwide, 
including 75% of the U.S. workforce’.

In 2017 the [8] London School of Economics put 
worldwide active social media users at 2.89 billion 
people. Just five years later in [9] 2022 Hootsuite & We 
Are Social’s comprehensive 300 page report pins the 
figure at 4.62 billion or 58.4% of the world’s total 
population.

Where Harvard’s excellent Hidden Workers: Untapped 
Talent unearths a critical issue involving widespread 
candidate exclusion. It also represents what could be 
just the tip of the iceberg.  

The Candidate Exclusion Iceberg 

SOCIAL MEDIA

ATS SYSTEMS
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Like ATS systems engagement models also have a 
tendency to screen-out candidates, particularly those on 
the periphery which play a vital role in labour market 
optimisation. More on this in Case study 4 though 
unintentional curtailment is not the main concern as 
algorithms can be improved. Though by when and to 
what degree is another very relevant debate.

2.1 Social media also introduced the ability for members 
to create and post content casually at no cost and while 
hugely beneficial for business in many ways, where 
labour markets are concerned, it has led to the mass 
exclusion of viable candidates from work opportunities.

2.2 For Social Media’s advertising revenue model to be 
supported, whatever amount and however little is spent 
on advertising, it must always prove more effective than 
posting at no cost. Otherwise social media’s advertising 
revenue model is undermined. Therefore, a degree of 
intentional algorithmic suppression involving casual posts 
must exist. 

2.3 In social media, the percentage of a skills base able 
to view jobs via paid means, varies on expenditure. But 
let's suppose a Paid Job Ad in Fig 1(B) has reached the 
cost threshold, necessary to be seen by 100% of the 
skills base. LinkedIn’s metrics indicate that a comparable 
Free Job Ad would receive, on average, less than 5.26% 
of the views of a Paid Job Ad, thus excluding over 
94.74% of the skills base. However, the real concern is 
Free Casual Job Posts which make up the vast majority 
of job ads. By LinkedIn’s own benchmark, such posts 
must exclude more than 94.74% of the skills base.

2.4 There is widespread evidence to show the flow of job 
information is being setback. Ultimately, social media’s 
revenue model is fundamentally at odds with industrial 
skills retention and labour market sustainability. Social 
media has introduced a dominant culture of free casual 
job posts, which either through algorithmic suppression 
or information compartmentalisation, placing the facility 
and onus of job distribution with end users, when a mass 
distribution ‘reach’ model is optimal, excludes the 
majority of viable candidates from work opportunities. 

Part 1 – A revenue model driving exclusion
Social Media  

1

1. Model A – ‘Reach’ Optimal
When the largest possible volume of entry level 
candidates, existing skills and seasoned trades able to 
transition, come into contact with regular work 
opportunities. Labour markets optimise organically 
though competition. More candidates see more work 
opportunities, more of the time. All have an equal  
opportunity to compete for jobs – and if automated 
hiring software is correctly configured, a more 
inclusive and diverse cohort are able to proceed 
through the recruitment funnel to vie for positions.

2. Model B – ‘Engagement’ Sub-optimal
Social media differs from traditional media in 
concentrating on engagement with individuals, as 
opposed to the broadcast reach of ‘A’. When content 
is promoted, algorithms select ads they determine 
users will be interested in, based on parameters set up 
by the advertiser such as age, region, gender, job title, 
industry etc and the online behaviour of  
users. This can be highly effective but it also has 
limitations when generic terminology is used, or 
phrases and taxonomy differs by territory. 

Fig 2 [10]

Fig 1 
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4. Segregated Job Channels consist of: 
I. A company social media page or group.
II. A third party social media page or group.
III. An employee’s social media channel.

When a job is posted casually to a Social Media channel, the information is compartmentalised and propagation 
within the channel is curtailed by algorithms. Where algorithms distribute job information to channel members’ news 
feeds, it may only represent a fraction of the channel’s size and the job information is often rapidly lost in a stream of 
continuous updates. To spread beyond the channel, the job post requires either Deliberate Effort from colleagues 
(likes/comments/shares) or Chance Interaction from 3rd parties. Though typically, the effect of these interactions is 
simply to log the post in the interactee’s activity timeline, which to all intents and purposes, conceals the job 
information. Why would social media provide a free service which undermines its own revenue model? 
– it wouldn’t and doesn’t. 

5. Deliberate Effort

I. An employer posting a job ad directly to their own social media page or group
II. An employer posting a job ad directly to a third-party social media page or group
III. An employee posting a job ad to their own social media channel on behalf of their employer.
IV. An employee liking, commenting on or sharing a job post.

6. Chance Interaction
I. An individual sharing a job to a third-party social media group.
II. A social media group admin sharing a job on behalf of an employer.
III. An individual tagging other candidates in job posts.
IV. An individual liking, commenting on or sharing a job post.

7. Impact
The combination of  information being compartmentalised into segregated channels and a reliance on chance 
interactions to further propagate employment prospects, restricts the distribution of job information and effectively 
excludes the majority of any one skills pool from regular contact with work opportunities. This lack of job information 
distribution, particularly impacts freelance dynamic labour markets used extensively in most industrial sectors. If left 
to continue unaddressed, this situation may result in an ongoing erosion of freelance industrial skills, further 
compounding industrial knowledge loss.

Part 1 – Identifying segregated job channels
Social Media  

Fig 3a

3. Segregated Job Channels 
Company recruiters are side-stepping Social Media’s official recruitment means across the board. Instead preferring 
to post jobs casually via their own social media channels. This has resulted in a prevailing recruitment culture forming, 
leading to channels with relatively small followings becoming the most common means of recruitment. These small 
channels are segregated from one another and the employment information they contain is effectively, 
compartmentalised. 

2



8.0 The job ad in Fig 8 was posted to a third party 
group by a multinational employer operating in the Oil 
& Gas and more recently the wind energy sector, with 
a turnover approaching £200 million. 

8.1 The group or Segregated Job Channel in Fig 8a 
had 899 members. At the time of writing the job ad had 
been live for six days and reached 556 members, thus 
missing 38% of the group membership.

8.2 The group is 85% smaller than the average 
Segregated Job Channel which we generously 
estimate to have around 6,000 followers. Verifiable 
official sources confirm there are at least 6,095 
accredited and in-date Rope Access technicians in 
Australia. 

8.3 This segregated job channel excluded 90% 
of Australian Rope Access technicians from 
contact with a work opportunity and possibly 
100% of the skill demographic sought.

Social Media - Case study 01

THE CANDIDATE EXCLUSION ICEBERG

An employer posting to a third-party social media channel

Fig 8 

3



9. Industrial Rope Access or industrial abseiling is a 
means of work positioning, which allows a broad 
range of skilled trades to carry out inspection, repair 
and maintenance tasks at height or depth, on 
constructed or natural structures.

9.1 The two largest ports of entry into Rope Access 
employment for newly qualified techs have always 
been: Offshore painting and blasting carried out on oil 
and gas platforms. Onshore geotechnical work, 
involving the stabilisation and undergrowth clearance 
of road and rail cuttings. 

9.2 These skill sets provide the largest volume of entry 
level Rope Access technicians and are generally the 
easiest job vacancies to fill. We have registrations to 
show there are at least 10,000 Painter-Blaster 
technicians and 7,000 Geotech’s operating 
internationally. 

9.3  During COVID-19 we also knew there were large 
number of technicians out of work and at the time 
inter-state travel into WA wasn’t affected. So why was 
one of the largest Geotechnical contractors with 
operations across several countries, having difficulties 
filling relatively low number vacancies, stating: 

“Our most recent job advertising campaign has so far 
been unsuccessful.”    

9.4 The job in Fig 9a was posted on 29th Sept 2020. and 
while COVID-19 and other factors were playing a part, 
we know there were still more than enough Rope 
Access Geotechs to fill any requirement this company 
had, in any location.

9.5 The five social media channels involved in Figs 9a, 9b 
& 9c are examples of segregated job channels this 
company is using to recruit with. All five channels are 
relatively small with only one over the estimated 
average channel size of 6,000 followers.

9.6 The five channels are all made up of a mixed bag of 
followers, the skills of which are unknown to the 
channel owner.

9.7 This business could spend considerable  time and 
effort building its company and employee recruitment 
channels, but this could be viewed as a waste of 
resource time for number of reasons involving data 
control and retention. Which we will look at later in 
Sector data loss.

Social Media - Case study 02

The way social media’s revenue model operates, 
severely limits the effectiveness of a company’s 
casual job posts, arguably in an effort to guide the 
user toward official recruitment means. However 
official social media recruitment means are also 
inherently flawed, due to their reliance on generic 
data. Which we will look at in Case study 04. 

Garbage in garbage out.
The forerunner George Fuechsel an IBM 
programmer and lecturer coined the phrase 
“Garbage in, garbage out” as a mantra to remind 
students that the quality of system output depends 
entirely on the quality of system input.

4

The compartmentalisation and segregation of information
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Fig 9b 

Fig 9c 

Fig 9a 



10.0 The company in Fig 10a were looking for four 
technicians for a short-term work scope. Favourable 
factors involved with the job ad were:

A. It was posted in April 2021 when thousands were 
unemployed due to COVID.

B. As mentioned in Case Study 02, Painter-Blasters are 
the largest skills demographic in the field of Rope 
Access. 

C. The busy ops season runs from mid-March to 
October.

D. The employer is a large multinational with 120 
subsidiaries and 42,000 employees across 50 
countries. 

E. The job was posted to a large segregated jobs 
channel of 23,000+

F. The job post benefitted from considerably more 
engagement than other job posts.

G. The job received 80 applications over 4 days at the 
time of enquiry. 

10.1 We have no doubt that on this occasion  ‘deliberate 
effort’ would have been successful in filling the job 
vacancies. So as far as this company is concerned social 
media recruitment has produced a tangible result and is 
of value, which will no doubt drive further usage.  

10.2 However, considering all the favourable factors 
submissions were still relatively low and it would have 
been reasonable to expect applications in the hundreds. 

10.3 So, if applications are relatively low in favourable 
conditions for a multinational with considerable 
resources:

H. What sort of results are SMEs which make up the 
majority of any industry sector and have much 
smaller channel followings, receiving?

I. If SME’s are receiving lower response from smaller 
channels, what percentage of any particular skills 
base, is being excluded from regular work 
opportunities?

J. And what effect is all that having on industrial skill 
retention?

Social Media - Case study 03

Fig 10a 
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A success story?

5



11.0 While the culture of ‘free’ plays a big part in how 
popular social media platforms are and how they are 
used, the following case study illustrates the use of 
official premium social media recruitment means and 
how using generic data limits their effectiveness in 
fluid dynamic labour markets.

11.1 The job in Fig 11a was promoted though an 
official social media channel by a large multinational 
contractor. In viewing the job ad through a personal 
social media account, the accompanying information 
in Fig 11b suggests:

II. Based on the author’s social media profile, the 
author is in the top 10% of candidates. The 
author is not a Rope Access technician nor 
claims to be one in their profile.

III. Though the job stipulates Angolan nationals only. 
Ineligible applications from outside Angola have 
been facilitated.  

IV. 51% of applicants are educated to degree 
standard. Improbable in a country suffering 30% 
illiteracy. 

V. 457 applications from candidates inside Angola 
were received. We know from official sources at 
the time of writing, there were just 22 L3 Rope 
Access technicians in Angola. We also know 
from the employer that this job ad produced 
unusable results.

11.2 The way social media harvests data relies on the 
selection of generic job titles, generic qualifications 
etc. social media needs to work this way as its seeks 
to cover all job types together with every category of 
generic international qualification. Because of this, 
users do not know what to include from drop-down 
lists of skills and qualifications provided and 
subsequently end up choosing the closest match – not 
the most accurate representation. 

Fig 11a 

Fig 11b 

Social Media - Case study 04

9.4 Niche specialists
Developed on long standing tried and tested 
methods, Integrated Specialist Networks represent 
the next generation of recruitment platforms and a 
better foundation for future AI and blockchain 
integration. Covering niche markets allows data 
acquisition to be tailored more to the task at hand. 

New registrants know exactly what skills to list in 
their personnel profiles. Integrated Specialist 
Networks offer superior filtering at the cost of 
reduced membership levels but deliver the benefits 
of higher accuracy and much greater relevance to 
the markets they serve.

6

Garbage in, garbage out: a reliance on generic data

[9] ‘There are over 35,000 standardized 
skills in LinkedIn's skills taxonomy.’ 
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12. Another factor inhibiting industrial skills retention is a 
sector’s inability to retain recruitment assets in the 
form of data. 

12.1 This occurs when companies allow recruiters to 
develop and use personal social media channels to 
recruit on the company’s behalf. The case in Fig 12a 
provides a good example of something which is 
common place.

Social Media - Sector data loss 

12.3 In another example, the recruiter in Fig 12.c is 
experienced, has worked in their current position for 
three years and has been involved with HR & 
recruitment for 10 years, holding three other 
recruitment positions preceding the one above.

Notably the recruiter also operates an exceptionally 
large segregated job channel of 35,000+ followers. Yet 
had struggled to fill the role in Fig 12.c  for several 
weeks. The vacancy was still open at the time of 
writing, with the job beginning the following week. 

12.4 There are a number of factors currently working 
against the interests of all wind energy recruiters but 
what we can take from this situation, is:

• The 35k+ segregated job channel following will 
have been accrued while working at several 
companies, possibly across various industry 
sectors. 

• Size on this occasion does not seem to provide any 
more advantage than an average sized 6k 
segregated job channel specialising in wind energy. 

• This example highlights a consequence of recruiter 
channel churn and suggests the majority of the 
recruiter’s 35k+ segregated job channel were not 
involved with wind energy.

Fig 12c 

Where Integrated Specialist Networks are utilised 
to distribute jobs no data is lost when an employee 
leaves a company, as the recruitment asset is the 
data generated and retained and safeguarded by 
the Integrated Specialist Network and not the 
departing recruiter’s personal channel. This way 
the accumulated data continues to be available to 
benefit the company and the sector.

7

Fig 12a 

12.2 The UK Recruitment Manager in Fig 12a worked 
at a company providing services to the offshore oil & 
gas sector, for six years. Over which time they 
generated a large segregated job channel of 11k+.

However, when the Recruitment Manager moved on to 
a position with a food processing company, their 
channel went with them and their original employing 
company lost a recruitment data asset and the industry 
sector lost the data in the segregated job channel. No 
data was retained or could be used again.

In Fig 12b the loss of a 25k segregated job channel. 
Again, no data was retained by the company or sector. 

Fig 12b 

& recruiter channel churn
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13. In 1973 Professor Mark Granovetter of Stanford 
University wrote a paper regarding the spread of 
information in social networks (not to be confused with 
social media networks) titled [12] [13] The Strength of 
Weak Ties. In which he described how people are 
linked or tied to one another in social networks through 
strong ties e.g. family, close friends or colleagues and 
weak ties, involving acquaintances or people with a 
shared cultural interest. 

13.1 In summary, Granovetter found that the best 
leads for new job opportunities are more likely to come 
from weak ties no further than two steps away and 
these weak ties enable more social mobility, through a 
greater flow of information and the bridging of groups. 
Almost fifty years later and 10 years of mainstream 
adoption, social media networks are providing 
individuals with greater two-step weak tie connectivity 
than could ever have been thought possible back in 
1973. 

13.2 It would then be logical to conclude, that a 
substantial increase in two-step weak tie 
communication brought about by social media 
networks and the information between groups these 
bridges deliver, should not only have provided job 
seekers over the last 10 years with more social 
mobility, but it is also reasonable to suggest, that even 
with other environmental factors impacting labour 
markets e.g. the coronavirus pandemic, industrial 
downturns etc, indicators of workforce optimisation 
and bounce-back should be clearly visible. 

13.3 [14] The Engineering and Construction Industry 
Training Board’s (ECITB) labour market outlook 2019 
advised: “The majority of surveyed employers are 
concerned about a lack of suitably experienced, skilled 
and/or specialist workers to meet increasing demand 
for engineers and related roles. Almost one third of 
surveyed employers (32%) have experienced hard-to-
fill vacancies in the last 12 months due to insufficient 
applicants and almost 36% of companies have been 
unable to fill vacancies easily because applicants have 
lacked the appropriate skills”.

13.4 A large proportion of the issues relating to skills 
shortages in the ECITB report would have benefitted 
from the strength of weak ties but do not seem to 
have. So why not? 

13.5 In attempting to be everything for everybody, social 
media networks need to deal with huge volumes of 
information. For instance, Facebook [15] generates 4 new 
petabytes of data per day. Thus, social media networks 
are required to use algorithms to manage content, which 

Social Media - Network Theory 

The strength of weak ties & social media information management
in conjunction with its revenue model outlined in Fig.1 
restrict information distribution. For instance, I have 11,000 
LinkedIn followers. When I post something casually to 
LinkedIn 11,000 people do not see the post - and I do not 
see the posts of 11,000 people.

13.6 In this, there seems to be a distinct difference in the 
way social media networks operate when compared to 
offline/organic social networks. In organic social networks 
information is conveyed directly between the individual 
and their weak ties and is not subject to or affected in any 
way by algorithmic curation or curtailment. 

13.7 In governing the distribution of job and other 
information through algorithm driven ‘engagement’ 
models, as opposed to a broadcast ‘reach’ model. It could 
be argued, that social media platforms are displacing the 
sophisticated and nuanced organic (human) decision-
making networks, which have thus far served labour 
markets well, in favour of automated systems which as 
Harvard has shown, can be set resulting in the exclusion 
of candidates in vast numbers. 

13.8 [16] The report of Sept 2022 from a team led by 
MIT’s Professor Sinan Aral: ‘A casual test of the strength 
of weak ties’ shows how weak ties are “specifically well 
suited to deliver new employment opportunities because 
they provide novel labour market information” and that 
“adding new moderately structurally diverse ties with weak 
interaction intensity created the greatest marginal 
increases in the likelihood of job transmissions”.

13.9 It is therefore reasonable to suggest that in actively 
curtailing information distribution between organisations 
and individuals, and between individuals, social media 
networks drastically reduce the transmission of job 
information and the creation of weak ties able to transmit 
job information. Realistically, reducing the sustainability of 
labour markets under their influence and preventing 
workforces from reaching a more optimal state. 

In contrast, Integrated Specialist Networks operate 
on a much smaller scale and distribute job 
information based on reach, to hit the largest volume 
of existing and prospective candidates. They function 
as a central super node, propagating information to 
all members of the network and its broader influence, 
amplifying the effect of weak ties and bridging 
between groups. They also act as a weak tie, 
facilitating a direct connection between employer and 
candidate, stimulating the organic optimisation of 
labour markets, by offering greater levels of 
opportunity, inclusion and diversity across all 
candidate demographics. 
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Part 2 - A model to drive inclusion, diversity and optimisation
Integrated Specialist Networks

9

Fig.14a Fig.14b Fig.14c 

SUB-OPTIMAL
An employer posts a job to 
two segregated job channels.  
Although this may result in 
further chance propagation, 
the majority of the skills pool 
remain excluded from the 
work opportunity.

Fig 14a represents an unfeasible scenario.
Fig 14b illustrates how social media recruitment is being employed currently. 
Fig 14c illustrates the efficiency of Integrated Specialist Networks as a means of information/job distribution and 
centralised supernode for all users and network members.

14. In using Integrated Specialist Network models, companies work in concert in an environment of competitive 
collaboration where cumulative gains are retained by the sector and available to all users. This ensures freelance 
industrial skills/dynamic labour markets come in regular contact with jobs and a stable environment of ongoing work 
opportunities is maintained, while in parallel value for the supply chain continues to grow.  

14.1  All segregated job channels are inadvertently seeking to duplicate the efficiency of an Integrated Specialist 
Network, though notably they lack the ability to develop their framework and offer no usable functions or data provision 
value.

14.1  As Integrated Specialist Networks seek to involve as many existing and prospective candidates as possible as a 
key component of labour market optimisation, they are inherently inclusive and primed to enable equal opportunities 
for candidates from a greater diversity of backgrounds.  

UNFEASIBLE
100% integration. This would 
require all candidates and all 
employers to be connected and 
remain connected via all 
segregated job channels and for 
all freelance candidates to have 
access to all jobs.  

OPTIMAL
All candidates have access to 
all jobs. An Integrated 
Specialist  Network is able to 
present and distribute 
information to all and may 
integrate social media 
channels into its own 
network. Candidates are also 
only required to keep one set 
of credentials up to date. 
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What we are continuing to observe suggests the online 
environment social media platforms have created and 
at this point, have reportedly drawn half the world’s 
total population into using. Have and will continue to 
distort and disrupt industrial labour markets. 

The distortion impedes competition in preventing 
companies drawing from a larger, more diversified base 
with labour markets then failing to reach an organically 
optimised state. In effect, the best candidates will not 
rise to the top of the pyramid, because there is no 
pyramid, or at least a clear view of one. The majority of 
the skills base are not competing for the top jobs in 
their sector, as generally they and the jobs are being 
prevented from connecting with one another.

The most optimal state in terms of benefit to industry, 
would be where the mainstream of candidates in any 
one skills demographic have access to all information 
and compete for all jobs. Competition raises standards 
and overall demand across the supply chain, which in 
turn supports the stable organic growth of skills in the 
employing sector. 

[17] Morten Dyrholm the Chairman of the Global Wind 
Energy Council said “It [the wind energy sector] 
requires a holistic view, whereby we build robust 
frameworks that support solutions that maximise 
positive impacts while discouraging negative impacts.”

At best, restricting competition can only result in 
homogenisation and the reduction of skills capacity and 
standards, leading to lower productivity. 
If as we suspect this effect is happening systemically 
across the industrialised world, then we need to 
understand what impact that is currently having in and 
of itself and in combination with other factors and how 
to most effectively deal with the situation.

For this to be successful social media platforms must 
become more accountable, be open to scrutiny and 
willing to provide access to anonymised data for 
evaluation, independent oversight and possibly, 
regulation.

As Harvard Business Review recently suggested 
[18] “The era of “Move Fast and Break Things” is over’ 
and “VCs should analyse not only for market size and 
product viability, but for whether founders show 
sufficient foresight and concern about the unintended 
consequences of the ideas”

10

Conclusions & Outlook 
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Recommended next steps

The Reductive model, in Fig.15 creates a negative feedback loop and perpetuates a state of constant skills 
instability in labour markets, which favours revenue generation for social media and the recruitment industry. 

The Regenerative model, affects a competitive and optimised labour market which reduces costs and 
increases productivity, favouring the revenue generation of its users.  

Due to an ongoing deficit of industrial skills, which may well be set to deepen. To improve competitiveness 
and skills growth prospects, we would strongly encourage industry stakeholders toward a policy shift in 
support of sustainable data strategies and reach models, involving a circular or regenerative aspect. 
This way organic workforce optimisation can return and industrial skills can begin to reconstitute. 

2
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Fig.15  

Figs 1&3a on pages 1&2 inform the ‘excludes most of skills base’ element of the reductive model.

Like the unforeseen consequences of online retail on the UK’s high streets and urban centres, the long 
term adverse effects of the mass-exclusion of candidates from work opportunities, should warrant grave 
concern. This report represents a call to action for policy makers and an obligation for a wide ranging 
investigation into the distortion of labour markets and the resulting economic and societal impacts. 

1
“ [19] The relationships created by algorithms on dating sites, surpassed the relationships created by 
friends and family introductions in 2013. Those interactions created children, so there is no doubt that 
algorithms are steering human evolution by changing the genetic diversity of our gene pool. And yet, 
we still think about social media as being pictures of chihuahuas that look like blueberry muffins.“

“The consequences of the social media industrial complex in society today are so great and so vast, 
that we need a national commission on the role of technology in our democracy and society”
Prof Sinan Aral. 

We support Prof Aral’s call, and suggest that due to the scale and nature of the issue, which transcends 
national boundaries and interests, a multilateral science-led coalition of US, EU and UK experts involving data 
and network analysis is necessary and should be established as a priority. 

Should they be available, Prof Bruce Cronin at the Networks and Urban Systems Centre at Greenwich 
University and Prof Sinan Aral, the Director of the MIT Initiative on the Digital Economy are both well placed 
to lead respective UK & US contingents. 



Database Inefficiency
Freelance technicians are open to employment from a 
large number of contracting companies. Travel, 
compliance training and career progression, mean 
their credentials and work experience change and 
need to be updated frequently.   

When a company asks a technician to maintain 
information in its database, it is one of many asking 
the same. Freelance technicians do not spend their 
free time updating credentials across dozens of 
company databases. 

This invariably leads to databases quickly becoming 
bloated with defunct data, making them expensive to 
maintain and particularly in periods of high demand, 
ineffective.

Job boards
In the main Job Boards tend to opt for a mass market 
approach and fail to bring the required level of service 
and detail to specialist skills markets, trading data 
accuracy for greater user numbers. Specialist prefer 
specialists so tend not to use generalist job boards. 
Though niche job boards have the potential to 
transition to become integrated specialist networks. 

Recruitment Agencies
Is the recruitment industry ‘sucking the juice’ out of 
industry sectors and negatively impacting skills 
retention?

[20] The Recruitment and Employment Confederation 
(REC) advised in their 2019/2020 report, that in 2019 
and eye watering £37.8 billion (£42.3 billion including 
permanent recruitment – see fig 16) was extracted 
from the internal economies of various industry 
sectors by UK recruiters, for temporary/contract 
placement activity. A 93% increase in revenue from 
£20 billion (£23.7 billion including permanent 
recruitment) in 2010. 
While there is obviously a place for the recruitment 
industry, if left unchallenged at current growth rates, 
there will be a point where the extraction of such huge 
amounts of financial resource from a sector, will begin 
to adversely affect the retention of industrial skills; 
which could already be a contributing factor to our 
current predicament.

Appendix
A brief look at the cost and data considerations of other systems

Integrated Specialist Networks allow technicians to 
update and maintain one profile that can be used 
to apply for jobs from all companies within the 
network. Access to regular employment 
opportunities within one network ensures 
credentials are kept up to date.

Integrated Specialist Networks have a part to play 
in striking a balance. We know though a 
generation of working exclusively with dynamic 
labour in a large niche market, that sector-wide 
economies of scale in the form of permanent high-
percentage recruitment cost reductions, are the 
glue that binds sustainable skill levels and 
supports growth in training economies. 

$Millions have been retained in the Industrial Rope 
Access segment since 1997 as a direct result of 
companies using an integrated specialist network, 
enabling greater inward investment across the 
supply chain. These funds contribute towards 
increased income, more training, equipment 
upgrades and overall better and safer working 
conditions for technicians, which retains 
knowledge in the sector and draws more skilled 
trades in. 
The upshot of this is increased competition, which 
raises standards and efficiency, while in parallel 
stimulating demand and underpinning the sector’s 
training economy, though greater B2B and B2C 
expenditure. 

Integrated Specialist Networks effectively shift 
recruitment expenditure from a linear extraction 
model, to a lower cost paradigm incorporating 
regenerative elements that benefit the sector they 
operate in. Effectively driving productivity, growth, 
higher rates of pay and ultimately, skills retention 
and greater availability. 

Fig.16 

THE CANDIDATE EXCLUSION ICEBERG



Appendix
Active social media users over time

Active social media users as a percentage of population

Fig.17 

Fig.18        

Advisory: social media users may not represent unique individuals. Percentage may exceed 100% in some countries due to issues such as duplicate and 
‘fake’ accounts and differences between census data and actual resident populations.

G7 Members 

Number of social media users (in millions) and year-on-year change. Users may not represent unique individuals. 
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Opening Quote: The Hype Machine: How Social Media Disrupts Our Elections, Our Economy and Our 

Health – and How We Must Adapt by Sinan Aral

https://harpercollins.co.uk/products/the-hype-machine-how-social-media-disrupts-our-elections-our-economy-and-

our-health-and-how-we-must-adapt-sinan-aral

[1] – The Digital Insider with Sinan Aral ― Paul Daugherty: The Intersection of People and Technology

https://podcasts.apple.com/us/podcast/paul-daugherty-the-intersection-of-people-and-

technology/id1626677736?i=1000588988031

[2] – Radically Human: How New Technology Is Transforming Business and Shaping Our Future―by Paul 

R. Daugherty and H. James Wilson https://www.accenture.com/us-en/insights/technology/radically-human-book

[3] – How Big-Tech Barons Smash Innovation―and How to Strike Back by Ariel Ezrachi and Maurice Stucke

https://harpercollins.co.uk/products/how-big-tech-barons-smash-innovationand-how-to-strike-back-ariel-ezrachi

[4] – Harvard Business School - Hidden Workers: Untapped talent

https://www.futureofworkhub.info/allcontent/2021/9/3/hidden-workers-untapped-talent

https://www.hbs.edu/managing-the-future-of-work/Documents/research/hiddenworkers09032021.pdf

[5] – LinkedIn

https://economicgraph.linkedin.com/resources/linkedin-workforce-report-uk-march-2021

[6] - OECD

https://read.oecd-ilibrary.org/employment/oecd-labour-force-statistics-2021_177e93b9-en#page154

[7] – LinkedIn

https://business.linkedin.com/content/dam/me/business/en-us/talent-solutions-

lodestone/body/pdf/global_talent_trends_emea_2022.pdf

[8] - The London School of Economics 

https://info.lse.ac.uk/staff/divisions/communications-division/digital-communications-

team/assets/documents/guides/A-Guide-To-Social-Media-Platforms-and-Demographics.pdf
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[9] [Fig.17 & 18] – Hootsuite & We Are Social

https://www.hootsuite.com/en-GB/newsroom/press-releases/digital-2022-report

https://hootsuite.widen.net/s/gqprmtzq6g/digital-2022-global-overview-report

[10] - LinkedIn

https://www.linkedin.com/posts/linkedin-talent-solutions_guide-free-vs-paid-tools-on-linkedin-activity-

6863764779757137920-VSpJ/?

[11] - LinkedIn

https://www.linkedin.com/help/linkedin/answer/a186121/skills-tab-of-the-talent-pool-report-in-talent-insights? 

[12] - The Strength of Weak Ties (1973) – Prof Mark Granovetter Stanford University

https://sociology.stanford.edu/publications/strength-weak-ties

[13] - The Strength of Weak Ties: A Network Theory Revisited (1983) – Prof Mark Granovetter 

https://www.cs.kent.ac.uk/people/staff/saf/share/great-missenden/reference-papers/Weak%20Ties.pdf

[14] - Engineering Construction Industry Training Board (ECITB) Labour Market Outlook 2019

https://www.ecitb.org.uk/wp-content/uploads/2019/03/LMI-2019_LabourMarketOutlook.pdf

[15] – Facebook

https://research.facebook.com/blog/2014/10/facebook-s-top-open-data-problems/

[16] – Massachusetts Institute of Technology (MIT) – A Casual Test of the Strength of Weak Ties

https://ide.mit.edu/wp-content/uploads/2022/09/abl4476.pdf

[17] – Morten Dyrholm – Chairman – Global Wind Energy Council

https://gwec.net/global-wind-report-2021/#Download

[18] – Harvard Business Review

https://hbr.org/2019/01/the-era-of-move-fast-and-break-things-is-over

[19] – Interview by Techonomy Media: Understanding The Hype Machine With Sinan Aral 

https://www.youtube.com/watch?v=8Isntgz0wQk

[20] - The Recruitment and Employment Confederation (REC) UK recruitment industry status report 

2019/20 - https://www.voyagersoftware.com/wp-content/uploads/2020/12/UK-recruitment-industry-status-

report-2019-20.pdf
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Rigg Access was initiated in 1997 as a portal and jobs board for Industrial Rope Access & NDT companies 
operating in the Oil and Gas sector; adding Wind Energy circa 2010. As a privately owned company it has 
been privileged to be at the forefront of online publishing and retain first mover advantage in its field since. 

Due to many years of continual development, Rigg Access has progressed toward the foundation of a next-
generation platform and what we now refer to as an Integrated Specialist Network. The network involves a 
large volume of the global supply chain who carrying out the inspection, repair and maintenance at height of 
natural and manufactured physical structures. 

The market it serves is niche but universal, providing Rigg Access with a steadily growing userbase recently 
surpassing 340,000 specialists, with promising future growth potential. 
It operates as the largest direct recruitment resource of its kind in the world, offering permanent sector-wide 
recruitment cost reductions and also represents the largest market for Rope Access, Non Destructive Testing 
and Wind Energy, associated industrial training, equipment and services.

Developing over a generation to meet the needs of a bourgeoning sector, Rigg Access has both been shaped 
by and has positively influenced the development of Industrial Rope Access. It provides a framework 
promoting skills growth, sustainability and development and remains the only platform to have taken an 
international dynamic O&M labour market, from emergence to fruition across the early commercial days of 
the internet. 

Rigg Access inhabits a recruitment industry knowledge gap. It offers unique deep-insight and the components 
required to foster growth and optimise dynamic industrial labour markets.
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