


Introduction

My proposal in this report is to discuss about social media for staff recruitment. Additionally, I will address the overall development of various types of social media in recent years. 
I will describe what recruitment means, and explore the methods used by companies, both traditional/modern. Therefore, I will discuss how LinkedIn and Facebook can be utilized for recruitment, including the advantages and disadvantages of using social media as recruitment tools. Consequently, demonstrating the ability to use technology to enhance workplace efficiency, technology has made significant advancements in recent years, this can be utilized for both positive and negative purposes. 
Social Media for Staff Recruitment

Social media emerged in 1996 with the launch of the Bolt website, which nowadays is a private network. The following year (1997), Six Degrees was introduced. Afterwards, platforms like AOL Instant Messenger, Friendster, and Live Journal paved the way for Facebook’s dominance in 2004. In 2022, there were 4.62 billion active users worldwide, in 2023, this number increased by 7.07%, reaching 4.95 billion social media users. Notably, this reflects a remarkable growth in nine years, in 2015 there were only 2,08 billion active users, with a dominant change showing a growth in nowadays. In general, young people tend to use social media more than older. Over the past years, technology has seen remarkable advancements, not only in social media but also in other applicative. On social media platforms, you can engage in conversations with thousands of people simultaneously, whether in groups or through comments. Information arrives within seconds, and both young adults and older individuals spend 2 to 6 hours per day immersed in screens. 
Recruitment refers to the methodology of attracting, identifying, and selecting qualified individuals for job vacancies within an organization. It also involves identifying the right people who fit the company’s standards in terms of job requirements, culture, and organizational values. This process includes defining criteria and expectations for the ideal job candidate and integrating new candidates through onboarding processes and other practices adopted by each company. Recruitment methods refer to the approaches each organization selects to find new employees. Understanding these recruitment methods allows for a broader search. Therefore, traditional methods emphasize assessing interpersonal skills and cultural fit. They include approaches like newspaper ads, resumes, and face-to-face interview and limited to local talent pool. To conclude, strength lies in effectively evaluating social skills and understanding alignment with company values. Adding to that, modern methods prioritize efficiency by considering a broader talent pool and leveraging data-driven insights. These approaches involve technology, online platforms, and AI-based assessments. The benefits include reaching a wider audience, streamlining processes, and making informed decisions. A balanced approach combining both methods can yield excellent results.
LinkedIn and Facebook can be powerful tools for recruitment. LinkedIn is often used to discover candidates with potential for companies. Tools like LinkedIn Recruiter allow targeted searches based on skills, experience, and location. It also has specific groups for recruiters, exposing potential candidates. Additionally, LinkedIn offers paid ads to precisely target demographic data, ensuring job postings reach the right candidates. LinkedIn has created the #LifeAtATT hashtag, that potential candidates can easily follow current news and events. Following this, Facebook, (although LinkedIn remains the recruiter’s preference) candidates still actively seek jobs through Facebook. They can use ads to expand their reach, targeting specific interests, job roles, and specific demographics. Companies can also create their own pages to showcase their interests and provide details about their brand and job opportunities. Facebook offers a wide range of relevant groups and communities where people can connect, allowing both recruiters and candidates to engage.
The main advantage of using social media for recruitment is its wide reach. These platforms have millions of users, allowing recruiters to access a vast pool of potential candidates from anywhere in the world. Compared to traditional advertising methods, social media can be more accessible and sometimes even free. A significant benefit is that companies can showcase their interests, engage with candidates, and attract potential hires through targeted posts aligned with candidate preferences. This can lead to ‘passive recruitment’, where users who aren’t actively job-seeking may still express interest in new opportunities. Another relevant benefit is the ability to review public profiles to assess suitability before initiating contact with a candidate.
Disadvantages can also be found, such as the difficulty of finding a group of exact skills. It can be a significant challenge to locate candidates with the necessary skill set, leading to time-consuming searches. Recruiters may spend several hours trying to find a specific candidate due to the sheer number of profiles. Lack of diversity is also a major drawback, limiting exposure to a broader range of skills and talents. However, targeted advertising can mitigate the risk of biases in hiring, although it may lead to discrimination, affecting potential hiring decisions. Outdated candidate profiles are another issue; profile data on platforms may be obsolete, resulting in inaccurate information about potential candidates. Depending on social media, recruiters may not always be able to include all necessary information due to character limits in job postings. Privacy and noise settings can complicate the hiring process and present a significant challenge. In conclusion, recruiters should exercise due diligence during the hiring process. 
Conclusion

Utilizing social media for staff recruitment provides numerous benefits, for example gain access to a large pool of potential candidates, pointing specific skills, and engaging with candidates in a dynamic and informal conduct. However, it requires thoughtful strategy and consideration of the company’s brand and messaging to potential employees. Generally, when employed effectively, social media becomes a effective tool for magnetizing top talent and constructing a strong workforce.
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