Free Social Media Conduct Policy Template + Adjudication Framework

A Customizable Social Media Conduct Policy with a Built-In Framework 
for Reviewing Public Digital Behavior

	What’s Inside This Kit
Part 1: A customizable Social Media Conduct Policy template your organization can adopt, adapt, and distribute to employees today.
Part 2: A structured Adjudication Framework that shows how to evaluate screening results and publicly available online content against your documented policy standards.
Together, they create a complete system: define the rules, then apply them consistently.




PART 1
Social Media Conduct Policy Template
A practical, customizable policy framework for modern organizations.
Adapt the bracketed sections to fit your organization’s values, structure, and legal requirements.

Section 1: Purpose
The purpose of this Social Media Conduct Policy is to:
1. Establish clear, fair expectations for employee and candidate conduct in public digital spaces
1. Protect organizational reputation, confidential information, and intellectual property
1. Provide a consistent, documented standard for reviewing publicly available online behavior
1. Balance individual freedom of expression with professional responsibility
1. Create a defensible foundation for screening and adjudication decisions

Social media, for the purposes of this policy, includes platforms such as X (formerly Twitter), Facebook, Instagram, LinkedIn, TikTok, Reddit, YouTube, and any other public online forums where users post, share, or engage with content.
	✎ Customize: Insert your organization’s name and core values (e.g., integrity, respect, accountability, merit, community) throughout this template where brackets appear.




Section 2: Scope
This policy applies to:
1. All employees, contractors, and interns of [Organization Name]
1. Job candidates during the hiring process, where social media reviews may be conducted as part of background screening
1. Both personal and professional accounts, when activity could be reasonably associated with [Organization Name] (e.g., via profile mentions, company affiliations, or public visibility)
Employees and candidates are encouraged to use social media responsibly, recognizing that online actions can impact professional perceptions and opportunities.
	Legal Note
Employers may be held liable for harassment or hostile work environment claims arising from employees’ social media activity, even if it occurs outside work hours or off company premises. This policy helps establish documented expectations that reduce organizational exposure.


Section 3: Core Principle (Conduct, Not Ideology)
Public digital conduct is evaluated against documented workplace standards—not political affiliation, personal belief, or viewpoint.
Protected personal political expression, in isolation, does not constitute a policy violation.
Review may be appropriate only when publicly available conduct:
1. Directly conflicts with documented workplace standards
1. Materially relates to job responsibilities
1. Creates credible risk to safety, compliance, or organizational trust

This distinction reduces bias and strengthens defensibility.
Section 4: Professional Conduct Standards
While [Organization Name] respects personal privacy and freedom of expression, employees and candidates should be mindful that social media activity is often public and can reflect on the organization.
4.1 Respectful Behavior
Employees are expected to maintain respectful, non-harassing, and non-discriminatory conduct in public digital spaces. This includes activity outside of work hours, as public online behavior may still impact workplace culture and organizational trust.
4.2 Brand & Reputation Awareness
Public posts may reflect on the employer, particularly for customer-facing, regulated, or trust-based roles. Employees should consider how public content may be perceived in the context of their professional responsibilities.
4.3 Confidentiality & Compliance
Employees must not share proprietary information, trade secrets, client data, internal discussions, or any information subject to regulatory protection through social media or public digital channels.
4.4 Personal Expression vs. Professional Responsibility
This policy respects individual voice while defining job-relevant boundaries. When discussing [Organization Name] or industry-related topics publicly, employees should clearly state that views are personal (e.g., “Views are my own”) and must not imply they speak on behalf of the organization unless authorized.
4.5 Consistency & Fairness
Standards defined in this policy apply evenly across roles and individuals. Expectations are designed to reduce bias and ensure consistent application regardless of political viewpoint, personal belief, or background.
	✎ Customize: Customize each subsection to reflect your organization’s specific values, industry regulations, and workforce requirements.



Section 5: Prohibited Behaviors
The following activities are prohibited and may result in disciplinary action (up to and including termination for employees, or disqualification for candidates):

1. Discrimination or Harassment: Content that discriminates, harasses, or incites violence against individuals or groups based on protected characteristics (e.g., race, ethnicity, gender, sexual orientation, religion, disability).
1. Disparaging Speech (Hate Speech) or Extremism: Posts promoting hate, extremism, or ideologies that advocate harm, including coded language interpreted as such in context.
1. Illegal Activity: Endorsing or depicting illegal behavior, including fraud, violence, or unlawful substance use.
1. Defamation or Misinformation: Spreading knowingly false information that could harm [Organization Name], its employees, or stakeholders.
1. Confidentiality Violations: Disclosing proprietary information, client data, or internal communications.
1. Conflicts of Interest: Promoting competitors, engaging in unauthorized endorsements, or using company resources for personal gain.

	Important Clarification
Political speech is not inherently prohibited. Personal political beliefs, affiliations, or lawful viewpoints do not automatically constitute misconduct. Prohibited behaviors are defined by conduct — not ideology. Review is appropriate only when behavior materially conflicts with the documented standards above.


Section 6: Company Representation on Social Media
1. Employees authorized to manage official [Organization Name] accounts must adhere to approved messaging guidelines.
1. Unauthorized representation (e.g., using company logos or implying official endorsement) is prohibited.
1. All official posts should reflect [Organization Name]’s values and avoid partisan framing unless directly relevant to business operations.
Section 7: Monitoring & Enforcement
[Organization Name] does not actively monitor personal accounts. However, the organization may review publicly available online content:
1. As part of candidate background screening (with applicable notice and consent)
1. In response to reported potential policy violations
1. As part of periodic reviews for roles with heightened sensitivity

Violations will be addressed through a documented, progressive process: verbal warning, written warning, suspension, or termination, based on severity and frequency.
For candidates, material policy misalignment identified through screening may result in further review, additional context-gathering, or withdrawal of an offer, following applicable adverse action procedures.
	✎ Customize: Define your organization’s specific enforcement procedures, including who has authority to investigate and what documentation is required.


Section 8: Training & Acknowledgment
All employees must acknowledge this policy upon hire and annually thereafter. Training will be provided on responsible social media use, the standards defined in this policy, and the process for reporting concerns.
Employees and candidates are encouraged to report concerns confidentially to [HR Department / designated contact].
	✎ Customize: Insert your HR department contact information and specify your annual review cycle.





PART 2
Adjudication Framework
How to evaluate screening results against your documented policy.

	How Part 1 and Part 2 Work Together
Part 1 defines what your organization expects. Part 2 provides the operational framework for evaluating findings against those expectations.
The adjudication framework below is designed to map directly to the conduct standards, prohibited behaviors, and enforcement procedures defined in your adopted policy. Organizations that define standards before reviewing results are better positioned to demonstrate consistency, reduce bias, and defend decisions under scrutiny.



Section 9: Behavioral Risk Categorization Model
The following categorization model supports structured escalation. It is not a hiring decision scale. It is a risk identification framework that informs documented internal review against the conduct standards defined in Part 1.

	Pattern vs. Isolated Conduct
Single or isolated instances of ambiguous content should default to a lower categorization level. Documented patterns of the same or escalating behavior may warrant a higher categorization. Reviewers should consider frequency, recency, and consistency of conduct when determining whether findings represent a pattern. This distinction helps prevent overreaction to isolated content while ensuring repeated concerning behavior is appropriately escalated.



	Level 1
Informational
	Isolated or contextual content that does not materially relate to job responsibilities or documented standards defined in Part 1.
Action:
  –  Document review
  –  No employment impact



	Level 2
Contextual Review
	Ambiguous content or emerging patterns that may require further evaluation. Recency and frequency should be considered when determining whether findings remain at this level or warrant escalation.
Action:
  –  Escalate to HR or designated reviewer
  –  Assess in context of role sensitivity
  –  Follow internal documentation procedures



	Level 3
Policy Conflict
	Repeated or severe conduct that materially conflicts with workplace standards defined in Part 1 (Sections 4 and 5).
Examples may include:
  –  Repeated harassment targeting protected groups
  –  Public disclosure of confidential employer information
  –  Repeated advocacy of unlawful conduct
Action:
  –  Formal internal review
  –  Document policy sections referenced
  –  Follow applicable compliance procedures



	Level 4
Legal / Safety
	Credible threats, unlawful activity, or conduct posing direct safety risk.
Action:
  –  Immediate escalation to designated compliance authority
  –  Follow internal legal and HR procedures



Section 10: Role Sensitivity Calibration
Review thresholds may vary depending on role exposure. The same finding may warrant different levels of scrutiny depending on the nature of the position.
Higher scrutiny may apply to:
1. Public-facing roles
1. Positions of fiduciary responsibility
1. Roles involving vulnerable populations
1. Regulated or government-aligned positions

Organizations should define role sensitivity standards prior to reviewing findings.
Section 11: Pre-Review Readiness Check
Before reviewing any screening report or publicly available online content, organizations should confirm the following internal readiness criteria are met. If any item is incomplete, start with Part 1 to establish foundational standards before proceeding.

	Status
	Readiness Item

	☐
	Social Media Conduct Policy (Part 1) has been adopted and distributed

	☐
	Documented conduct standards are defined in writing

	☐
	A designated reviewer or review panel has been identified

	☐
	An internal escalation protocol is established and communicated

	☐
	Documentation procedures are in place for recording review rationale

	☐
	Applicable adverse action and notice requirements are understood

	☐
	Role sensitivity standards have been defined for the position under review

	☐
	Policy has been reviewed by HR leadership and/or legal counsel



	Why This Matters
Organizations that define standards before reviewing results are better positioned to demonstrate consistency, reduce bias, and defend decisions under scrutiny. This checklist functions as both an internal diagnostic and a quality control step.



Section 12: Structured Review Process
Step 1: Attribution Verification
Confirm content is credibly associated with the individual. If attribution cannot be established with reasonable confidence, stop and document.

Step 2: Role Relevance Assessment
Determine whether content materially relates to job responsibilities or the documented workplace standards in Part 1. If content is not role-relevant, document and close.

Step 3: Risk Categorization
Assign Level 1–4 based on documented standards. Consider the following factors:
1. Severity of the conduct
1. Whether the finding represents a pattern or an isolated instance
1. Recency of the content
1. Relevance to the specific role under review
1. Which sections of Part 1 (Sections 4–5) are implicated

Step 4: Escalation
Apply appropriate internal review protocol based on the assigned risk level.

Step 5: Documentation
Record rationale, reviewer identity, date, and policy reference for each review conducted.

Step 6: Compliance
Follow required adverse action or notice procedures where applicable under federal, state, or local law.
Section 13: Documentation Template (Internal Use)
Organizations should maintain a consistent documentation record for each review conducted. The following template may be adapted to internal requirements.

	Role Evaluated
	

	Policy Section Referenced (Part 1)
	

	Risk Level Assigned (1–4)
	

	Summary of Findings
	

	Pattern or Isolated (indicate which)
	

	Relevance to Role
	

	Rationale for Assessment
	

	Reviewer Name / Date
	

	Compliance Steps Taken
	



Section 14: Scenario Applications
The following scenarios illustrate how the Policy Template (Part 1) and Adjudication Framework (Part 2) work together in practice.
Scenario A: Political Expression in a Public-Facing Role
Situation: A viral social media post surfaces in which a candidate for a customer-facing role expresses support for a political position. The post gains public attention and is shared widely, generating online commentary linking the individual to the hiring organization.
Policy Reference: Section 3 (Conduct, Not Ideology). Political belief alone does not constitute a policy violation.
Review Pathway: Attribution is verified (Step 1). The Role Relevance Assessment (Step 2) considers whether the expression conflicts with any specific conduct standard in Sections 4–5. It does not.
Categorization: Level 1 (Informational) or Level 2 (Contextual Review) depending on role sensitivity. The review is documented. No adverse employment action is taken.
Outcome: The organization avoids issuing a reactive public statement. The documented review record demonstrates consistent application of policy standards rather than response to external pressure. This protects both the individual and the organization’s credibility.
Scenario B: Pattern of Harassment
Situation: A screening report surfaces multiple posts over a sustained period in which an individual directs demeaning, derogatory content toward identifiable groups based on protected characteristics.
Policy Reference: Section 4.1 (Respectful Behavior) and Section 5 (Prohibited Behaviors — Discrimination or Harassment).
Review Pathway: Attribution is verified. The pattern-based nature of the conduct distinguishes this from an isolated post. Content materially conflicts with documented standards.
Categorization: Level 3 (Policy Conflict). Formal internal review is initiated. Policy sections referenced are documented. Applicable compliance procedures are followed.
Scenario C: Credible Threat
Situation: A candidate posts direct, specific threats of violence toward identifiable persons or groups.
Policy Reference: Section 5 (Prohibited Behaviors — Hate Speech or Extremism).
Categorization: Level 4 (Legal / Safety Concern). Immediate escalation to designated compliance authority.
Scenario D: Confidential Information Disclosure
Situation: An employee publicly posts proprietary company information, internal process details, or client-identifying data on a social media platform.
Policy Reference: Section 4.3 (Confidentiality & Compliance) and Section 5 (Prohibited Behaviors — Confidentiality Violations).
Categorization: Level 3 (Policy Conflict). Formal internal review initiated. If the disclosure creates legal exposure or regulatory risk, escalation to Level 4 may be warranted.


Section 15: How Ferretly Supports This Framework
Ferretly reports are designed to support — not replace — internal review processes. Reports provide structured inputs that organizations can map directly to the conduct standards defined in Part 1 using the adjudication process defined in Part 2.

What Ferretly Reports Provide
1. Publicly available content organized by behavioral signal
1. Contextual summaries for each finding
1. Pattern identification across multiple data points
1. Separation of conduct indicators from political affiliation
1. Documentation-ready outputs for internal review records

Mapping Reports to This Framework
Organizations can use the behavioral categories surfaced in Ferretly reports as direct inputs to the Structured Review Process (Section 12):

	Report-to-Framework Bridge
1. Ferretly behavioral categories map to Step 3 (Risk Categorization), evaluated against the conduct standards in Part 1.
2. Pattern indicators in Ferretly reports support the Pattern vs. Isolated Conduct assessment in Section 9.
3. Contextual summaries support Step 2 (Role Relevance Assessment) by providing the information reviewers need to determine material relevance to specific policy sections.
4. Organizations apply their own documented standards to determine the appropriate risk level. Ferretly does not assign risk levels or make employment recommendations.



Ferretly does not make employment decisions. It provides structured information so organizations can apply documented standards consistently and defensibly.
Section 16: Implementation Checklist
Organizations adopting this framework should complete the following steps:

	Status
	Readiness Item

	☐
	Customize and adopt the Social Media Conduct Policy (Part 1)

	☐
	Distribute policy to all employees and require acknowledgment

	☐
	Align policy with HR leadership and legal counsel

	☐
	Train designated reviewers on the Adjudication Framework (Part 2)

	☐
	Establish documentation procedures and assign recordkeeping responsibility

	☐
	Define role sensitivity standards for key position categories

	☐
	Conduct a pilot review using sample scenarios to validate internal processes

	☐
	Follow applicable adverse action and notice procedures

	☐
	Schedule periodic review and update of standards (recommended: annually)




Section 17: Disclaimer
This framework is provided for general informational purposes only. Employment decisions involving publicly available online content are subject to federal, state, and local laws, including anti-discrimination statutes, FCRA requirements where applicable, and other regulations. Organizations should consult qualified legal counsel before implementing or relying upon any screening or adjudication framework.

Nothing in this document should be construed as a recommendation to make adverse employment decisions based on political viewpoint, personal belief, or protected characteristics. This framework is designed to support conduct-based, documented, and defensible review practices.
