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Social media tools refer to applications or a digital platform system where users are allowed to perform a wide range of activities relevant to social media encompassing giving posts, describing performance, making content, and arranging various social media accounts across different platforms (Luppicini, 2019). In the main part, these social media tools help consumers to successfully connect and communicate with others via online or e-commerce sites. For example, Facebook, Twitter, Instagram, LinkedIn, and many more. The report will demonstrate the role of diverse social media tools, and their advantages and disadvantages in the context of staff recruitment. 
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Social media tools play an indispensable role in staff recruitment by allowing organisations to expand their reach, establish their employer brand, and be involved with prosperous candidates in a more tailored and collaborative manner (Picardi, 2019). Here are some key digital social media platforms and their unique contribution to staff recruitment.
LinkedIn: LinkedIn is one of the most widely viewed and most efficient social media platforms for the use of professional staff recruitment (Rahman et al., 2020). It smooths the posting about jobs, finding potential candidates, and employer branding over its wide range of professional settings. The recruiter can directly approach passive candidates, evaluate their professional profiles, and get to know more about their skills, expertise, and experiences (Arthur, 2019). LinkedIn has a wide range of users that permit recruiters to gain access to a vast range of talent across the globe.  This precise tool allows the organisation to build a connection with active job seekers and also passive candidates who are now not properly searching for any new job opportunities (Alexander, Mader, and Mader, 2019). This precise platform encourages the candidates to make a two-way communication with the recruiters enabling them to connect with the candidates over direct messages, or live sessions. The algorithm of this application aids the potential candidates to ensure they are getting the right job postings according to their search engine (Luppicini, 2019). On the other hand, processing candidates over social media profiles may lead to moral dilemmas as the recruiter may evaluate a candidate's personal information which does not have any relation to the job. Misapplication of the candidate's data or known invasion of privacy can hinder the organisation’s reputation. 
Facebook: Facebook is another social media platform that enables employers to grasp a wide range of audiences that are mainly aimed at job advertisements and posts (Arthur, 2019). A vast range of user bases makes it especially operative for attracting candidates from diverse organisations, industries and countries. This social media app is mainly community-oriented which aids the organisation in adopting relationships with potential candidates or employees (Picardi, 2019). Advertising in social media is much more cost-effective than traditional strategies for recruitment agencies. So, digital platforms such as Facebook provide bespoke campaigns for ads that guarantee that the budget of the recruitment process is exploited efficiently (Alexander, Mader, and Mader, 2019). Also, Facebook allows the organisation to display its culture, mission, and values that appeal to the candidates who are directly associated with its vision. Additionally, a thorough engagement on Facebook aids the organisation as an employer of their preference (Rahman et al., 2020). On the other hand, Facebook might not always introduce the candidates in a professional manner, which may lead to an opinion-based judgment based on personal content. Also, unsuitable or dated posts can build a dismissive impression, even if it is not related to the candidate's professional skills or expertise. 
Instagram: Instagram is one of the leading and most powerful tools for employer branding, enabling organisations or companies to demonstrate their culture, values, and workplace settings over various visually attractive content (Luppicini, 2019). Most of the time, it attracts younger people who are creative, innovative, and professionals, making it relevant for various industries such as design, media, and marketing that aid people a lot in their day-to-day lives. Instagram offers numerous analytics and valuable information in the context of the recruitment process, allowing the organisation to monitor their performance and enhance theirs through approaches (Arthur, 2019). Also, it provides advanced filters and a precise algorithm system for the potential candidates recruiting and improving efficiency. On the other hand, automatic biases might arise from reviewing a candidate's profile or content that might lead to unfair practices according to the outer appearance, gender, background, or living habits. Also, the availability of jobs on social media platforms like Instagram may lead to an excessive number of applications, many from unsuitable candidates. This can pressure the recruiters and slow down the process of staff selection process (Picardi, 2019). Establishing a robust employer brand and handling numerous social media accounts needs considerable time and resources while responding to the candidate's questions and maintaining communication can draw attention away from other recruitment activities. 
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In sum, various social media platforms like LinkedIn, Facebook, and Instagram play a groundbreaking role in the contemporary world of recruitment systems, providing organisations with the capability to capture the various talent pools, establish employer brands, and involve potential candidates successfully. These social media platforms allow cost-effective job advertisements, offering information-oriented valuable knowledge and information for the targeted employees, and enabling access to the potential candidates to demonstrate their talent. However, this recruitment process comes with a vast range of challenges including a privacy issue, the risk of bias, possible moral dilemmas raised over evaluating personal content, and many more. By harmonising opportunities and challenges, social media platforms can introduce a powerful tool for improving the recruitment process in the contemporary business era. 
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Building a Strategic Social Media Recruitment Process: The organisation must establish a wide range of recruitment processes that ensure the strengths of each social media platform (Alexander, Mader, and Mader, 2019). For example, LinkedIn should take advantage of finding professional and potential candidates, involved with inactive job seekers, and demonstrate employment acumen. Instagram can emphasise organisational values and morals over visual storytelling and appeal to the innovative professional and younger demographic.
Improve Employer Branding on social media: A robust and premium brand on social media can considerably strengthen recruitment efforts (Rahman et al., 2020). Organisations must share and create content constantly to contemplate their values, positive workplace settings, and employee experiences. Employers should inspire employees to post their activities on Facebook, Instagram, and Linked, which enhances credibility. 
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