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1.INTRODUCTION
In this century internet providing, played a significant role in business performance. One of the application, WEB 2.0, provide the opportunity to transfer internet capability to the social environment where individuals can interact online by using social media. (“The effect of social media on firm performance - ScienceDirect”) Most companies using social media to increase business brand image and brand awareness. Use of social media has become one of the most dominant tools for marketing and networking for companies in different industries. Today in the digital era social media play like an indispensable digital technology for companies branches daily work due to its benefits in enhancing communication, information sharing, and improve employee performance within organisation which also makes it’s a practical tool to promote employee’s improvisation ability. The psychological condition framework postulate three key psychological factors that affect employee job engagement: psychological meaningfulness, availability and safety. Social media serves as the best media which helps in connecting with people easily. In this new era where people spend most of the time on social media networking sites, social media serves as a platform for companies to choose the best talent. (“[PDF] Social Media as a Recruitment Tool | Semantic Scholar”) social media is a fastest, efficient and effective tool which helps in making information available to the younger generation. (“Social Media as a Recruitment Tool - Academia.edu”) Recruitment is the process of finding and hiring the best qualified candidate for a job opening, in a timely manner from within or outside an organisation. 



									









2.SOCIAL MEDIA RECRUITMENT
One of the recent studies have focused on objective measures of successful recruitment based on employee past performance, in the meantime examined the post hire prediction of turnover or performance with predictors collected over the employment period. The prediction of turnover data like a note or performance using post hire data such as absenteeism, punctuality and performance reviews maybe useful as part of some retention activities but may lead to a late discovery of recruitment errors and may often be too late to act upon. (“Employees recruitment: A prescriptive analytics approach via machine learning and mathematical programming”) In contradiction with this the potential benefits of the early pre hire foresight of longer-term employee success may be much higher saving more financial and social costs. One of the studies have addressed the pre hire prediction of recruitment success using performance assessments separately from turnover assessments. The combination of turnover and performance into one measure the represents and objective measure of recruitment success. The methodology like a note approach hiring from the point of view of recruiter opposed to other methodologies that examine the perspective of candidates. (“Employees recruitment: A prescriptive analytics approach via machine ...”) One of the models like a HR PREDICTION MODEL used to predict the probability of success of each candidate for each of the intended positions. This prediction model can be used to address a more global recruitment plan that controls more parameters of the recruitment decisions. The recruitment success measure is based on a combination of turnover and an objective performance indicator. (“Employees recruitment: A prescriptive analytics approach via machine ...”) This one has multiple advantages in comparison with traditional methods like the target measure is objective and it considers both turnover and performance and it focuses on the pre hire prediction of recruitment success. When recruiters are looking for candidates to be placed in certain positions they can take advantage of many patterns, such as those shown above. Social media like a LINKEDIN, FACEBOOK, NAUKRI, MONSTER, YOUTH WORKS are some of the social networking sites where the employers advertise information regarding vacancies in the organization and the young talents avail access to it. The growth in the use of social media sites has helped in making recruitment much easier. There a wide range of benefits associated with using social media in recruitment, centring largely on cost savings increasing the pool of applicants reached and being able to target recruitment at specific groups of potential candidates. (“Social Media as a Recruitment Tool - Academia.edu”) Recruitment process have a different interpretation and different opinion like a :-searching for perspective employees and stimulating and encouraging them to apply for jobs in an organization (citation by EDWIN B.FLIPPO); - discover the sources of manpower to meet the requirements of the staffing schedule and to employ effective measures for attracting that manpower in adequate numbers to facilitate effective selection of an efficient working force (citation by DALE YODER); -group of internet based applications that build on the ideological and technological foundation of WEB 2.0 and that allow the creation and exchange of user generated content (citation by KAPLAN AND HEINLEIN). 
Online recruitment makes the process off recruitment more effective and efficient as well as less expensive and the best technique to reach large pool of potential employees and facilitate the selection process. Networking tools like a Facebook social networking platform where users create personal profile and adds other persons as friends and exchange messages, all this information can be spread among many people more easily and LinkedIn another platform from social media where people used for professional networking, users maintain a list contact details of people with whom they some level of relationship called connections. The role of social networking websites in the hiring practices of major advertising and public relation firms, the main objective of their study is to determine the role of networking sites such as LinkedIn, twitter, my space, etc the hiring of talented candidates. They have concluded that the social networking has to capacity to supply high quality prospective candidates. (“Social Media as a Recruitment Tool - Academia.edu”)
3.CONCLUSION
Social media is a powerful and essential tool for recruiters in today’s digital and dynamic world. It can help you reach a wider and more diverse pool of talent, showcase your employer’s brand and engage with potential candidates. However, to use social media effectively for recruiting, it is important to keep yourself sharp and stay alert by updating yourself with some best practices and tips to help you optimise your result and avoid common pitfalls. (“The Ultimate Guide to Social Media for Recruiting”) The final aspect of using social media for recruiting is measuring and analysing the effectiveness of your social media strategy. 
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