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Using social media is a way todays society begin and end their day, from first thing at morning to the last thing at night it is recognized people check their social media accounts. Social media is becoming a huge part many businesses recruitment strategies and recruiting through many of the different social media platforms available. 
This report critically evaluates and makes reasoned judgments on how recruiting via social media platforms can benefit and organization and the power it has on todays generation. This report also weighs up the advantages and disadvantages social media is sought to have on the business if recruiting using this method as well as the benefits this could bring to the business and its stakeholders.
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Fieldbay are a specialist care home company with 10 homes, specializing in nursing homes, residential homes, domiciliary care and home care support (Fieldbay 2018).  Fieldbay provides a service to people with complex needs associated with mental health, challenging behaviour and Brain injury (Fieldbay 2018). To provide this high standard of care, Fieldbay employ over 500 staff with a wide range of skills. These include a range of qualified staff from NVQ/QCF care assistants, Nurses, Occupational therapists, Physiotherapists and also Speech and language therapists.  
Without these qualified staff Fieldbay are unable to provide the high level of service they offer.  In the 2.5 years of working within the business 3 new care homes opening in this period and by mid-2019 it will be expanding by a further 2 nursing homes, meaning the need for more staff qualified staff is vital.  While recruiting for our new and existing homes it has been recognized the lack in qualified and skilled workers applying for the positions available which are advertised through the attraction methods Fieldbay presently use.
The researcher of this report will be undertaking a critical review in the way Fieldbay attract the talented/skilled workers to the business and exploring social media to attract talent in which this could benefit the business in the future. This is crucial as they are need to operate and provide the standard of care that Fieldbay pride on offering as a business. 
 This report will be highly beneficial to the main stakeholders of the business being the senior management team in Fieldbay and also the service users that the business support on a day-to-day basis. Having these skills workers adds value to the company and the service Fieldbay offer to the people that reside in the care homes and the care they receive.
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Stephen Taylor (2016) and Millmore et al. (2007) defines recruitment as reviewing applications from potential employees, where a range of recruitment techniques are used to decide which of the applicants are best to fit the role in question. Therefore we can describe recruitment as requiring employees to promote themselves in the labour market to attract well qualified candidates which their future employees can be selected from. The selection of these future employees can also be seen sometimes as a negativity as it includes selecting out the best few and turning down other candidates.
The CIPD website identifies “Good recruitment is vital for every organisation- finding the right people for the right roles and the right time. It ensures that the workforce has the relevant skills and abilities for the organisation’s current and future needs” (CIPD, 2018). In relation to Fieldbay the business is looking to ensure they recruit the right work force with the relevant skills required.  
Employment boils down to the statistics in the labour market. This is “where workers and employees interact with each other. In the labour market, employers compete to hire the best, and the workers compete for the best satisfying job” (Economic Times, 2018) . This all narrows down to the supply and demand of the labour market. This shows the supply and demand for labour from the employee and the supply of labour for the employee in the local market as also identified by Taylor and Woodhams (2016).  In a press release released in June 2018 by the DWP indicates that the unemployment rate was at 4.2%, dropping by 0.04% since 2017. and the number of people without work falling to 115,00 (GOV.CO.UK, 2018). This argues the case that there are potential candidates but there is a possibility these are not the skilled candidates needed. In relation to having a skilled workforce, in an article on the Welsh Government website Gerry Evans who is the Deputy CEO at Social Care Wales argues “Having a skilled workforce with the right values is at the core of delivering high quality social care in Wales. Ensuring we have such a workforce to meet the growing demand for care and support is one of the main challenges the sector faces over the next decade” (The Welsh Goverment, 2018).  This shows relevance to the issue which goes with the demand of the skilled workers we need in Fieldbay to deliver the core values and high quality of care.

ACAS has identified that employers should ideally use at least two different methods of recruitment such as Social Media, Local newspapers, Jobcentre Plus or employment agencies. This helps attract employees from different cultures and backgrounds and could help build a diverse workforce (ACAS, 2018).











Fieldbays current recruitment strategy includes using employment agencies such as indeed, Word of mouth, internal job advertisements and Facebook (Social Media).   
Diagram 1.0 above is taken from Fieldbays recruitment tracker which reflects all the interviews booked in September 2018. This demonstrates the 88% of interest coming from indeed and a small portion from word of mouth. This includes referrals from family and friends, student placements and speculative applications. Below diagram 2.0 shows the comparison shows the same information for August 2018, again this shows the main influx coming from indeed at 89%.










Fieldbay have social media accounts but are not the main focus of their recruitment strategies. In Journal from Andrews (2012) it identifies that Facebook has over 400 million users and has become one of the most used online social media platforms.  Christine also indicates that social media has made a huge impact on the world and is growing at an incredible rate where users can engage with people all over the world. (Andrews, 2012). 
 A lot of companies have now set up social media pages for their businesses to advertise such as Linked in, Facebook, Twitter and Instagram. In relation to Fieldbay the business currently uses social media pages such as Facebook and Twitter but it has been suggested these could be used more to have an effect to Fieldbay’s recruitment strategy. This could benefit Fieldbay for example attracting more people with diverse backgrounds and also being quick and easy to access as it has been found locating CV’s has been time consuming.  Using Social media to attract talent has its advantages and disadvantages. These were also argued in in a newspaper article by John Pollack (2009) where it evaluates at using social media as a recruitment tool and weighs up the pro’s and con’s it has which recruiters reveal.  

 Diagram 3.0 (Below) demonstrates this:
	Diagram 3.0 – Advantages and Disadvantages of Social Media Recruitment

	Advantages of Social Media
	Disadvantages of Social media

	· Cheap / cost affective
· Easily accessible
· Attracting a diverse background of people
· Wide range of platforms
· The numbers of social media users are rapidly rising
· Timeless 
· Ease of use
· Easy to target niche groups
· Can be too judgemental
· Instant advertising
· Way to engage with current employees

	· Attracting the wrong talent
· Confidentiality 
· Lack of data/information
· Lack of fair practice to screening applicants
· Could be attracting the wrong talent
· Some applicants may have limited access to internet resources
· Age gap of users
· Creating the wrong image on image 



(Pollack , 2009)
These points are also argued by Branley and Covey (2018) in relation to risks in behavior using social media. These could be relevant to the disadvantages of social media such as attracting the wrong talent and portraying the wrong image of Fieldbay. 

The ACAS (2018) website identifies that the use of Social media for recruitment are on the rise rapidly and employers are leaping up the benefits, but yet there are risks to this also which should be assessed and considered if incorporating this into Fieldbays recruitment Strategy.  Currently the expense of recruitment costs in the business is £1,000 going to Indeed. If the business were to delve more into the social media aspect of recruitment this could save the company money, also time as it is found Indeed can be very time consuming, increasing the number of candidates and being able to target specific target groups such as nurses and Occupational Therapists which is the main aim to archive to benefit the company’s stakeholders. 
In a recent article from 2017 by Margery Weinstein she makes reasoned judgements that people start and end their days on social media, Social media is more and more becoming a way of people’s lives and it’s no wonder companies are using these tools to build their workforce. Weinstein also demonstrates how at TD Bank Group used their social media to highlight their company and the roles they have available. This helped with attracting talent to their company and form using one source of social media this helped in over 2000 candidates being hired in 2016 and argues the case for social media (Margery Weinstein, 2017).  In comparison TD Bank this would be a great way in which Fieldbay could promote the business and attract talent. This is a way in which potential candidates can click on to the Fieldbay page and see what they have to offer, many social media pages have options to leave feedback about the business and they can also view this and has the potential to meet the target audience needed being the skilled workforce. This was also argued by Talley (2018) as it was also agreed that social media is growing rapidly are more businesses are using this method and most businesses are turning so social media platforms like Facebook, Instagram, Twitter and Linked in. Talley (2018) also identified this is a great opportunity for businesses such as Fieldbay to promote their business.
 
Brown and Swain (2012) identified that attraction for talent starts as soon as the post is advertised until the Fieldbay have found the correct CV for the position. In order for Fieldbay to attract this it is argued that they need to attract the attention and interest of the suggested workforce. This often been identified in the first thing that is said to grab the readers attention.  Brown and Swain (2012) makes judgements that as a business Fieldbay has around 30 seconds to gain the readers attention. This ensures that the information that Fieldbay post via their social media platforms is relevant and eye catching to the reader. It is also argued it is vital for Fieldbay to “illustrates a two-way power relationship involved in selection” (Searle,  2003, p.5). when selecting candidates for the positions. This also allows for the business to show interest in the candidate and this works both ways. This also helps to build a relationship between the candidate and Fieldbay and is an opportunity for Fieldbay to sell their business and benefits to their candidates which is a great attraction method as argued by Roberts (2000). 
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In order to complete this report, the researcher has sought research in the area of using social media in recruitment.  According to Horn (2009, Cited in Taylor and Woodhams, 2016, p.90) there are various ways in which HR members may locate a potential are to research. One reason he suggests that is the practical problem strategy. In relation to Fieldbay, this is the problem or highlight of concern they are facing with regards to attracting talent. By identifying this problem, the researcher is able to research and locate a solution. In this case it is developing ways to attract this diverse range of talent and using another recruitment source to do so. Horn (2009) also suggested that while HR professionals are completing their research they need to think about the restrains they face, such as time, access to resources and skills which may result in not meeting the main end goal of the research.  Anderson also demonstrates that when completing the research that the researcher needs to take into consideration the thoughts of the stakeholders before choosing their main areas of research, for this report it has been identified the main stakeholders are the service users and the senior management teams as we are researching an area which may have an impact on the Fieldbay (2013, Cited in Taylor and Woodhams, 2016, p. 91).

Data can fall under two categories, Diagram 4.0 (Below) demonstrates:
	Diagram 4.0 - Types of Data

	Primary and Secondary
	Qualitative and Quantitative

	Primary Data - This is research completed that is specifically collected for a certain purpose, for example this is data that could be tailored for a specific purpose.  This can be considered as “new” data.

Secondary Data - Secondary research refers to data that has already been researched- there are several types of secondary such as books, journals, websites or newspaper articles for example. 

(Institute for Work and Health, 2015)

	
Qualitative Data- Qualitative data focuses on words and meanings. An example of collecting qualitative data would be a focus group.



Quantitative Data- Quantitative data focuses on numbers and which also involves statistics.  An example of Quantitative data would be producing a survey which can be scored.


(University of Minnesota ,2018)





To complete this report for Fieldbay the researcher has used secondary and Qualitative data. This is data that has already researched by academic sources such as journals, references, books and websites. This is also data focuses on words and meanings.  The researcher chooses this topic as social media plays a part in people’s day to day lives, as mentioned people start and begin their days using it. Also, the researcher began to look into different attraction methods in attracting talent to the business and this is one topic that stood out that the researcher believes that Fieldbay could highly benefit from and should focus on this more as one of their recruitment strategies. Another reason this topic was chosen was looking at other companies in the same sector and seeing the benefits they have by using social media and its different platforms. 

The researcher is now going to discuss 3 of the main sources chosen:

· CIPD Website – Recruitment: an introduction Factsheet

This piece of research was chosen as it was taken form the CIPD website. The fact sheet was written by Melanie Green who is an academic who is also a member of the CIPD.  The CIPD is an accredited source whose information which is easily accessible to its members.


	What approach to research was used?
	The research used was a qualitative approach as the CIPD factsheet was in forms of words and meanings defining recruitment and different methods in order to attract talent.

	What method of research was used?
	Melanie Green has used secondary research to conduct this fact sheet which has been conducted by others.

	How was the research was conducted?
	The research was conducted using secondary research such as books and journals which have been mentioned on the fact sheet.

	Strengths and Weaknesses of the research?
	Strengths:
· Its new and updated
· Relevant
· Written by an academic in the subject field
· Straight to the point and focuses on the main topics needed

Weaknesses:
· Could be potentially biased to the views of Melanie Green who wrote the fact sheet
· The secondary research used may not have been collected for the same purpose of the factsheet used
· Sources used maybe conflicting one another
· There are no statistics used to back up research used




· Book- Resourcing and Talent Management- 6th Edition – by Stephen Taylor

The researcher chose this book as one of its main resources as the book is relevant, reasonably up to date as its dated in 2016 and goes straight to the point which is being discussed in this report and highlights talent management strategies. The source is also reliable as its written by an accredited source and published by the CIPD. 

	What approach to research was used?
	This book uses a qualitative approach to research as it uses forms or words and meanings. There is many case studies in the book that could also be defined as Quantitative research.

	What method of research was used?
	This book uses secondary research as the book was references other people’s research throughout. 


	How was the research was conducted?
	This research was conducted using secondary sources such as books, journals, articles which are all listed in the books reference lists to support the evidence.

	Strengths and Weaknesses of the research?
	Strengths:
· Reliable
· Relevant
· Written by an academic source

Weaknesses:
· Dated 2016 – 3 years old- out of date





· Website/Newspaper article - Recruiting via social media; Pros and cons Recruiters reveal their views - and strategies - of social networking sites – By John Pollack

This piece of research was chosen as the article highlights the main topic being researched and is straight to the point and covers the highlights the pro’s and con’s of using social media platform which is what is something Fieldbay need to consider while using social media to advertise their roles.

	What approach to research was used?
	This article uses qualitative data as it is uses words and meanings.

	What method of research was used?
	This article uses suggests it uses primary data which is used to conduct the article. 

	How was the research was conducted?
	This research also suggests it was conducted using primary research for example having interviews, focus groups etc with recruiters to find out their views on the pros and cons of recruitment using social media.

	Strengths and Weaknesses of the research?
	Strengths:
· It’s a reliable piece of information as it was published in the times news paper which is a reliable source
· Relevant to the subset as it highlights the topic being researched and is straight to the point and coming from people who work in recruitment
· It’s a peer-reviewed document

Weaknesses:
· Out of date as this was published in 2009
· Could be a biased view from Pollack
· Could be seen as biased in relation to the recruiter’s businesses
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To conclude this report the researcher has found out that there are both strengths and weaknesses from using social media to benefit Fieldbay and its recruitment drive as a business. It has also been found that social media plays a big part in people’s daily lives, form starting and finishing their day using the different social media platforms. There are various types such as Facebook, Twitter and Linked in which companies use. It has been found that using social media is a cost-effective way of advertising the roles on offer and can help in attracting a wide range of different background and cultures which again is what something Fieldbay can benefit from which would benefit the main stakeholders of the business being the service users who live within the homes and receive the care they provide. It is also deemed time effective using these social media as a recruitment strategy using the different platforms as they are easily accessible and easy to navigate, at present sifting CV’s and arranging interviews using their current recruitment method can often be time consuming.  
To conclude this report highly identifies the significance that social media could have on Fieldbay if this were to be used more, and extending its social media platforms to advertise their roles. 
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From the researches findings this report highly evaluates the strengths and weaknesses of using social media platforms, there for the recommendations for change in this report would be that Fieldbay are to highly focus on demonstrating social media more. This report argues a case of why this should be done and this could be an advantage and gain profit to the company and its stakeholders. As explained this could gain profit to the business in terms of value as with the higher service they provide having the higher talent they are needing to recruit for.
This report also shows something like social media is relevant and up to date in todays day and age, this would give potential candidates a positive view on the company and will see an insight using the posts Fieldbay posts. Not only just to advertise recruitment vacancies this also gives the viewers a good insight into what the business offers its main stakeholders – its service users. Yet again this could benefit the company in value wise and draw in more customers. Fieldbay currently also spend around £1000 per month on recruiting via their current method, this could possibly be cutting costs using social media. There are ways in which Fieldbay could do sponsored job posts but this would incur a cost on the business. The cost of these sponsored job posts varies but could be tailored to co-inside within a budget.
Also using social media more could show its viewers that Fieldbay is “keeping up with the times” and generational changes in society. This demonstrates that Fieldbay is young and diverse company who is expanding.  Also by recommending that Fieldbay focus on the social media strategy a lot more is that innovation is key to marketing the business and this is a fantastic tool to do so being so cost effective, also this may allow to free up time of recruiters with ease of use and efficiency.
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Diagram 1.0
September 2018 - Where seen vacency advertised

Where seen vacency advertised	
Indeed	Word of Mouth  (WOM)	Internal Vacency	50	6	1	

Diagram 2.0
August 2018 - Where seen advertised

August 2018 - Where seen advertised	
Indeed	Word of Mouth (WOM)	Internal Vacency	74	8	1	
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