The role that social media tools such as Linkedin and Facebook can have in that recruitment staff.
Introduction:
The today company have been changed into digitally connected and streamlined chains for their traditional time using and powering manual work. There newly addition in this digitalization method is the connection of apply social media in other places of business such as marketing, operations, advertising, communicating and etc. Special in the places of HR, social media is receiving popularity from the start of 2000s, the exercitation of using social platforms such as Facebook, LinkedIn, Twitter for taking goals is receiving and more popularity among the employing professionals. However, the questions have climb if the social media is truly dependable for screening and choosing workers? If yes, how they should be used keeping the targets of companies served and satisfying the applicants? What could be the results if that social platform utilization is not suitable? The are more tied points which are yet to be answered.

Body Content:



With the overall development of HRM both in terms of degree and topics, its special side, recruiting and its after procedures of choosing and selecting have improved as well.

For example, from the 1950s to 1980s nearly 75% of candidates were used through newspaper advertisements (Hebberd, 2017). During the late 19th century, some web-based hire websites like careerbuiler.com, hotjobs.com, monster.com were introduced creating avenues for online job seekers, which critically increased from 6% in 2002 to 96% in 2006.  (Hebberd, 2017). The modern level of hiring mainly includes internet, which has become the top origin for hiring until 2012 including more than 90% of workers using SNS for choosing targets and 97% of workers use LinkedIn for hiring purposes (Hebberd, 2017). The digital age in companies should be included with care guiding to the need to informed workers of the different aspects of the incorporation of the internet websites (including social media) used in the hiring, choosing, and selecting processes (Villeda & McCamey, 2019). Any company using social media as part of their enrolment effort can allow the general problems on the companies and its hiring strategy. With increased global competitive rivalry, organizational effectiveness depends upon its capability to attract competent personnel. As an aspect of the basic attainment of human capital, the HR hiring officers must complete the procedure of recruiting and selection of future competent human resources successfully. Recruitment and selection are the two complex functions through which the organizations seek possible employees who match the needs of the organization. Recruitment simply involves a process of attracting qualified individuals to the organization, Lussier (2015) expressed. Selection is a hiring process of choosing the most qualified candidate from the applicants recruited, Lussier (2015) illustrated. It is the very first step in hiring the candidates where the organization must be extremely cautious and selective, finding the right future working partner for the organizations. The second step of hiring is selection that can be termed as the process of choosing the best-qualified candidate from the pool of recruited applicants (Lussier, 2015).

During this process, there is an appraisal to decide applicants’ work-related knowledge, skills and abilities (ISO 30405: 2016), as well as the hard and soft skills. Another important part of the selection is candidate screening. Screening is defined as the procedure for reviewing applicants' strengths and weaknesses in order to arrive at an adequate selection decision. The conventional screening process focuses on a person-job fit (person and organization fit), defined as the knowledge, skills, and abilities-known as KSAs-of the job applicant that develop the potentiality of sufficiently performing a job. The technique used in selecting applicants will differ based on the nature of job and organization's culture. In practice, the commencement of the selection process in evaluating or testing the information presented on a resume/CV also focuses on visual form including legibility of the resume, professionalism etc. It then proceeds to look for information that contradicts this, asymmetrical employment records, and complementary clues that may suggest that a particular applicant is a good or poor match for the job opening. Top matched candidates who best fit with the job requirement are selected for an interview or some other standardized tests depending on the organizational hiring policy after the initial resume screening. Even those tests should not be used as exclusive screening tools they can provide objective information about the job candidate. On the other hand, Youngman, 2017, reported that the validity of personality tests is still inconclusive. According to him, such tests should be used with utmost caution, recommending for employers to control a test that has been validated with the procedures indicated by the Equal Employment Opportunity Commission. Further, any identical tests used must be pertinent to job qualification, administered, and recorded consistently for all job candidates in order to reduce the discrimination suit by the job applicants. 98 Md Sajjad Hosain, Ping Liu These are merely several most common conventional measures used in the recruiting, screening and selecting process. Employers, or HR, should and can adapt this process to their needs in relation to the specific job requirements or company policies. Further argument is that even though the traditional methods of hiring have been very successful for many years, they are not without their limitations, which would lead employers to seek additional ways. For example, time to announce a job opening with conventional methods takes time, whereas by using a web-based platform to recruit can automatically inform hundreds of potential applicants immediately about a vacancy leading the process of hiring to become for efficient. Moreover, some traditional methods fail to consider applicants' availability of time, which can be compensated if jobs are posted online and applicants are able to get the idea about the jobs and apply at their own comfortable time.
