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The role of social media for staff recruitment

INTRO: Social media was, up until recently, mostly used as a means of facilitating communication
between friends and as an excellent way to meet new people. These days, you can contact your
potential employer through your social media presence, or the other way around—they can discover
you. What specific information about you can the recruiter see on your social media profile?

MAIN BODY': The most important details, including education, training, and professional
experience, can be gathered by the prospective employer. However, our activity—that is, the things
we publish and the network of people we have cultivated—is equally important. by striking up
fascinating topics and participating in other people's discussions. By creating and sharing our own
material, we not only show ourselves as opinionated, involved, and proactive individuals online, but
we also deftly and deliberately craft our online persona. You should be conscious that you are
projecting your personal image whenever you upload anything online. Although social media
platforms like Facebook and Instagram are not official hiring channels, our online activity and
published content may be seen by potential employers who, after reviewing the information at hand,
may decide whether our profile aligns with the policies of the particular organisation and the role in
guestion.

What to avoid on public profiles?

Our publications and the way we portray ourselves could also seriously hurt our chances of winning
the competition. The following are the main things to stay away from:

- Posting divisive content on our social media could seriously hurt our efforts to recruit, particularly if
it goes against corporate policy.

- Publicising too personal and sensitive information can be interpreted as careless and make the
person appear indiscreet. Sharing too much in-depth information about your personal life can also be
interpreted as private. There are numerous roles where employees must provide information discreetly
and carefully.

- Publicly disparaging remarks about one's previous or current employers, coworkers, and/or
supervisors, as well as other Internet users, should be taken seriously. Such remarks should not be
seen as a recommendation for a prospective job. Additionally, this conduct is disrespectful and
damages our reputation. The recruiter can conclude that the applicant has a challenging temperament
and is conflict-oriented if they have attacked other Internet users. According to a survey, the biggest
things that put employers off are offensive language (75%).

A company's profile and associated sites, such as those devoted to careers, constitute the fundamental
component of its social media presence. It serves as the primary means of contact for regular
correspondence with recipients and the initial source of information about the company. It allows the
company to showcase its concepts, core values, daily operations, accomplishments of its staff, and



opportunities for professional growth. It has the potential to reveal a less formal side and inspire
compassion and confidence. He may also speak on current affairs and significant issues as an industry
expert. In order for social recruiting to succeed, the business needs to be prepared to communicate
with those it is hiring. Respond not just to cheers but also to criticism. Discussions are the heart of
social media. The recruiter's reputation—who cannot remain anonymous—is another factor that
affects the company's standing. Modern technologies and artificial intelligence notwithstanding, the
individual remains paramount. Artificial intelligence, as in chatbots for hiring, is not a relationship-
builder at this time (without lessening its value in recruitment processes). Rather than a salesperson,
candidates want to speak with a recruiting specialist who serves as an advisor. As a result, the
recruiter needs to maintain a current, professional profile and participate in HR conferences and
industry forums.

Social networking is now growing in popularity and is a great way to find job applicants. We term this
process "social recruiting.” Using online communities to draw attention, reach, engage, and hire
candidates is known as social recruitment. Social recruiting enhances, not replaces, the company's
recruitment procedures.

Benefits: It is economical to use social recruiting. Social recruiting is typically less expensive than
traditional recruiting techniques because many platforms provide free job ads or inexpensive focused
advertising. Additionally, social media gives recruiters instantaneous access to candidates, hastening
the hiring process through prompt outreach, recommendations, and contact. Social media sites also
give users access to a large and varied audience, which includes both passive prospects and active job
seekers who might not be actively hunting but might be receptive to chances.

Disadvantages: The abundance of job listings on social networking sites makes it more difficult for
individual businesses to stand out. Because of the overwhelming number of vacancies, candidates
may miss out on opportunities. Furthermore, not every applicant uses social media, especially those in
certain fields or elderly professionals. This may cause you to pass on qualified applicants who are
infrequent social media users.

Conclusion: To sum up, social recruitment is an excellent technique for today's talent acquisition,
with many advantages like increased reach, improved employer branding, and affordable hiring. It
enables businesses to engage with a varied and international talent pool, expedite the hiring process,
and interact more interactively with prospects. But there are drawbacks as well, such as the possibility
of bias, oversaturation, and time commitment. In order to optimise the efficacy of social recruiting, it
is recommended that organisations incorporate it with other hiring techniques, exercise caution when
handling privacy issues, and have a well-rounded strategy that incorporates digital and interpersonal
interactions.
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