Appendix A
The LinkedIn literature can be organized into three overarching themes: (1) research examining the facilitators and/or barriers to LinkedIn use; (2) research focusing on LinkedIn use by candidates, employees, recruiters, and educators; and (3) research exploring the outcomes of LinkedIn use. We briefly discuss these themes and their sub-themes, providing illustrative examples from the literature. These themes are not mutually exclusive; thus, some studies may address more than one theme or sub-theme. The following review serves to position our study within the broader LinkedIn research landscape, and to establish the conceptual and contextual foundations of our study. 
An overview of the literature is presented in Table A1. 
1. Facilitators and/or barriers to LinkedIn use
The first theme focuses on the facilitators and/or barriers to LinkedIn usage, specifically examining the factors that influence users' adoption and engagement. Two key sub-themes emerge in this literature. The first sub-theme explores the expected benefits and rewards of LinkedIn as determinants for LinkedIn adoption. Studies in this area typically highlight LinkedIn's appeal for career advancement, professional networking, and informational benefits as key drivers of use (e.g., Utz and Breuer, 2019). Various theoretical frameworks have been employed to explore these motivations. For instance, the Uses and Gratifications Theory (UGT) has been applied by several scholars to examine users’ motivations and barriers to adoption. For example, Florenthal (2015) leveraged UGT to explore the factors driving university students’ use of LinkedIn, and to identify the barriers to its adoption, while Smith and Watkins (2023) used the theory to understand the primary motives for Millennials’ adoption of LinkedIn and its use in the job-internship search process. Within this research stream, the motivational theory of self-determination has also been applied by Cho and Lam (2021) to examine the role of psychological needs—such as autonomy, belongingness, and competence—in driving LinkedIn usage and intentions to leave an organization. Finally, various IT theories have been used to predict LinkedIn adoption and usage intentions. For instance, the technology acceptance model (TAM) was used by He et al. (2018) to predict LinkedIn adoption, while Chang et al. (2017) utilized the Unified Theory of Acceptance and Use of Technology (UTAUT) to study LinkedIn continuance intentions (CI).
The second sub-theme explores how individual difference factors, such as demographics, personality traits, and cultural backgrounds shape LinkedIn usage across different user groups (e.g., students, millennials, and professionals). For instance, Baruffaldi et al. (2017) explored the contextual factors leading PhD graduates to create a LinkedIn profile and how these factors help in the development of broader or narrower professional networks. Brenner et al. (2019) analyzed adoption patterns of LinkedIn and Xing users to determine whether dissatisfaction with career status drives individuals to negatively self-select into professional SNSs, or if a high network status encourages positive self-selection due to increased likelihood of receiving invitations to join. Finally, Davis et al. (2020) examined how the personality trait of extroversion, a user’s protean career orientation, and their networking capabilities influence LinkedIn use and, by extension, the consequences of its usage.
Table A1: LinkedIn literature overview
	
Theme
	Key sub-themes
	Selected articles

	Facilitators and/or barriers to LinkedIn use
	Expected benefits and rewards as determinants of use: This area of research explores LinkedIn’s career benefits and rewards, as well as psychological benefits as key drivers of its adoption and use. It also highlights barriers to LinkedIn adoption and use, including technological and psychological barriers.
	· Chang et al. (2017)
· Cho and Lam (2021)
· Florenthal (2013)
· Smith and Watkins (2020)
· Utz and Breuer (2019)

	
	Individual differences as determinants of use: This area of research explores how individual difference factors, such as demographics, personality traits, and cultural backgrounds shape LinkedIn usage across different user groups (e.g., students, millennials, and professionals).
	· Baruffaldi et al. (2017)
· Brenner et al. (2019)
· Davis et al. (2020)
· Krishen et al. (2019)
· LaPoe et al. (2017)

	LinkedIn use by candidates, employees, recruiters, and educators
	LinkedIn use for cybervetting: This area of research examines how LinkedIn has and can be used by recruiters and HRM professionals to support, shape, and improve recruitment and employee selection processes 
	· Andrés et al. (2023)
· Caer and Castelyns (2011)
· Chiang and Suen (2015)
· Cubrich et al. (2021)
· Guillory and Hancock (2012)
· Härtel et al. (2023)
· Roulin and Fernandez (2022)
· Roulin and Levashian (2017)
· van de Ven et al. (2017)
· Zide et al. (2014)

	
	LinkedIn use for self-presentation and impression management: This area of research focuses on how LinkedIn users construct their professional image to enhance their employability, as well as how they leverage visual (profile photos) and textual (headlines, summaries) features of the SNS to signal professionalism and competence. 
	· Endacott et al. (2024)
· Paliszkiewicz (2016)
· Tifferet and Vilnai-Yavetz (2018)
· Tobback (2019)
· van Dijck (2013)

	
	LinkedIn use for learning: This area of research explores how LinkedIn can be used as a pedagogical tool to learn about professional networking, career paths, and a variety of different professional interests. 
	· Badoer et al. (2021)
· Gerard (2012)
· Healy et al. (2023)
· Kauffman et al. (2022)
· López-Carril et al. (2020)
· Sharma (2022) 

	Outcomes of LinkedIn use
	Utilitarian impacts: This area of research focuses on the career-related consequences of LinkedIn use for candidates and employees, as well as on various industries and sectors such as higher education. It examines important outcomes such as job search, employability, relationship development, and access to valuable information and opportunities.
	· Cho and Lam (2021)
· Claybaugh and Haseman (2013)
· Davis et al. (2020)
· Komljenovic (2019)
· Pena et al. (2022)
· Quinton and Wilson (2016)
· Utz and Breuer (2019)

	
	Psychological impacts: This area of research explores the positive (e.g., resilience) and/or negative (e.g., stress and overload) psychological outcomes of LinkedIn use.
	· Endacott et al. (2024)
· Johnson and Leo (2020)
· Jones et al. (2016) 
· Marder et al. (2023)
· Oliver et al. (2024)



2. LinkedIn use by candidates, employees, recruiters, and educators
The second theme examines how LinkedIn is experienced by candidates, employees, recruiters, and educators, and comprises three sub-themes. The first sub-theme explores the use of LinkedIn by job recruiters and HRM professionals to support, shape, and enhance recruitment and selection processes. In general, studies in this sub-theme explore the phenomenon of cybervetting—the process of assessing a candidate’s suitability for a role based on their online presence and activities (Roulin and Fernandez, 2022). Specifically, such research has investigated the role that LinkedIn profiles and job seekers’ self-presentation play in influencing recruitment and selection decisions (e.g. Chiang and Suen, 2015); the signals recruiters extract from LinkedIn profiles (e.g., Caer and Castelyns, 2011); as well as whether LinkedIn profiles provide reliable signals of skills and personalities (e.g., Andrés et al., 2023; Härtel et al., 2024; van de Ven et al., 2017) and organizational metrics (e.g., Cubrich et al., 2021).
The second sub-theme examines the phenomena of self-presentation and impression management by job seekers and candidates using LinkedIn. Studies focus on how LinkedIn users construct their professional image on the SNS to enhance employability and how they leverage visual (profile photos) and textual (headlines, summaries) elements to signal professionalism and competence (e.g., Endacott et al., 2024; Paliszkiewics and Madra-Sawicka, 2016; Tifferet and Vilnai-Yavetz, 2018; Tobback, 2019; van Dijck, 2013).
The third sub-theme explores the use of LinkedIn as a pedagogical tool. More specifically, this area of research explores how LinkedIn can facilitate learning about professional networking, career paths, and various professional interests. Research in this sub-theme spans multiple disciplines and employs diverse perspectives (Healy et al., 2023). For example, studies have examined how educators use LinkedIn to teach professional skills, such as business writing (e.g., Sharma, 2022), and to help students develop their networks, craft professional images, and conduct job searches (e.g., Gerard, 2011). Other studies focus on LinkedIn’s role in subject-specific education, such as radiology training (e.g., Kauffman et al., 2022) and sports management education (e.g., Lopez-Carril et al., 2020). 
3. Outcomes of LinkedIn use
The third theme focuses on the outcomes of LinkedIn use and includes two key sub-themes. The first examines the career and job-related impacts of LinkedIn use on candidates, employees, organizations, and key sectors such as higher education. For example, Cho and Lam (2021) investigated LinkedIn’s role in shaping users’ intentions to leave their organizations for professional advancement. Similarly, Utz and Breuer (2019) analyzed the informational benefits derived by users as an outcome of their networking type (internal vs. external) and their network characteristics (strong vs. weak ties). In contrast, Davis et al. (2020) explored a range of career benefits stemming from LinkedIn use, such as work assistance, career sponsorship, social support, job search, political guidance, and information access.
The second sub-theme encompasses research exploring the positive and/or negative psychological outcomes of LinkedIn use. Research on the positive psychological outcomes of LinkedIn is relatively emergent. Studies in this area include Endacott et al. (2024), who examined how posting on LinkedIn following a layoff fosters resilience among users. Similarly, several studies have highlighted the well-being benefits students gain from LinkedIn use, including increased confidence, enhanced self-efficacy, and improved perceptions of employability (Healy et al., 2023). In contrast, research on the negative psychological outcomes of LinkedIn is more established. Notable studies include Jones et al. (2016), who explored the relationship between LinkedIn use, depression, and anxiety among young adults, and Marder et al. (2023), who examined how LinkedIn contributes to feelings of imposter syndrome among users. 
Our study contributes to the literature by bridging Themes 1 and 3. While much of the existing research focuses on the professional and informational motivations behind LinkedIn use, our study extends this perspective by examining how these motivations relate to users’ satisfaction of psychological needs. By integrating research on LinkedIn’s facilitators and benefits (Theme 1) with studies on its psychological outcomes (Theme 3), we offer a more nuanced theoretical understanding of LinkedIn use. Additionally, building on emerging work within Theme 3, our study explores LinkedIn’s dual psychological effects—specifically, the interplay between LinkedIn-induced well-being and stress and their influence on users’ intrinsic motivation. Through this approach, we aim to provide a more comprehensive understanding of the platform’s psychological impacts, drawing on the foundational frameworks of self-determination theory (Deci and Ryan, 1985) and the conservation of resources theory (Hobfoll, 1989).
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