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In today’s world, the competition has increased in every field and thus it becomes very important to have a good recruitment process in an organization. The search for the right talent has become even more challenging as employers seek individuals with the right skills, values, and growth characteristics. Most of the conventional sourcing strategies like job listing website, newspapers, and face-to-face career fairs are ineffective in accessing a large quality pool of candidates in a short time as well as inexpensively (Ollington, Gibb and Harcourt, 2013). Such changes in the recruitment environment have forced organizations to use instruments that reflect candidates’ use of the Internet.
Linked In and Facebook in particular have offered businesses solutions to sifting, selecting, and engaging with prospective employees regardless of geographical location. LinkedIn is an LNN targeting professional individuals who seek jobs, build careers, involve with employers and leverage their networks to find Employees of their choice (Melanthiou, Pavlou and Constantinou, 2015). Of course, one of the main differences is that Facebook globally and has a more diverse audience, and thanks to this, there are specific targeting options that allow finding candidates who, maybe are not really looking for a new job, but they are available for it. These not only make job advertisements more easily seen but also passive advertising gets to the applicants who are not actively seeking employment (Stone, Eveleth and Baker-Eveleth, 2019).
This report focus on the two platforms of LinkedIn and Facebook analyzing this emergence of using these platforms for talents scouting reviewing the merits of carrying out recruitment through these mediums. Based on this rationale, businesses need to know what social media has to offer and the shortcoming that are inherent when considering it as recruitment tool.
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LinkedIn is an essential platform for reaching potential candidates, used for professional connections and hiring. Given the nature of LinkedIn as a professional-oriented social network, the companies can create networks of candidates, as its users present their skills, experience, and accomplishments (Zide, Elman and Shahani-Denning, 2014). This focus sets LinkedIn apart from other social media platforms and makes it the site of choice for recruiters, seeking to target an audience interested in professional progress.
Indeed, job boards are one of LinkedIn’s main recruiting features consisting in creating advertisement listings of open positions matching specific geographic location, skills and experience (Caers and Castelyns, 2011). Furthermore, LinkedIn Recruiter contains more features for candidates’ searching: the tool enables the recruiters to sort and search the millions of profiles to find out the candidates who are the best match for a particular position. Employment history, education, certifications, and endorsements that accompany a LinkedIn profile give the recruiter more information about candidates before direct communication is made (Ghazzawi and Accoumeh, 2014).
The benefits of recruitment through LinkedIn are therefore encouraging. Recruiters can be selective and screen for certain qualifications, or specialized areas of work, or groups of people they know, thus recruiters can obtain a pool of quality candidates. LinkedIn also offers passive recruitment targeting other professionals who may not probably be in search of a new job but would be willing to work an employment opportunity that they come across. This passive reach increases the database of talents beyond the candidates who are initiating the process themselves (Allal-Chérif, Aránega and Sánchez, 2021).
Altogether, LinkedIn present number drawbacks. The platform seems to be particularly developed to reach professionals in specific sectors for a certain country, mainly corporate, tech, and finance, positions that may not be covered if looking for sectors such as trades or hospitality. Moreover, algorithms and filters in LinkedIn work well, but they might throw the biases that may lead to restricted diversity of applicants if not moderated appropriately. However, it has been manifest that recruitment using LinkedIn is still protocols and techniques useful in today’s world, especially for jobs that demand certification and experience.
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Information on Facebook is easier to reach different groups of people and that is why it is effective for positions that require people with various experiences. While LinkedIn is more specialized in its approaches toward professional networking, general and daily use of Facebook makes it perfect approach in reaching out for candidates who may not necessarily be actively seeking on the professional related sites (Ladkin & Buhalis, 2016). Such diverse user distribution is essential for accessing more extensive coverage of candidates and across industries, fields, part-time, and entry-level employees.
The recruitment method that is most compelling for businesses on Facebook is its advanced advertising promotion system that can be utilized to develop job posts that will advertise vacancies to suitable candidates. This means that while engaging audiences, recruiters can skim through audiences through geographic location, age, education, interests, and job experience to ensure they capture a certain type of candidate. Facebook also has job listing features through business page, so it becomes easier for companies who want to get a job to post directly to their followers (Vardarlier, 2020). With these tools, recruiters can in a way that is more specific towards the requirements of a certain job.
The main benefits of Facebook in the recruitment are especially important when such factors as cost and diversity of applicants are crucial. Facebook might even be cheaper compared to other social media platforms for employment and the target features assist the recruiters to post their advertisements to the youthful candidates, as well as the candidates with different backgrounds, and from different careers (Koch, Gerber and De Klerk, 2018). This accessibility expands the pool of candidates and give chances to attract non-stereotypical candidates who can offer diverse view to the company.
However, recruiting on Facebook has its own drawbacks as well. While Facebook profiles are generally informal and focused on social connections, their content might not accurately represent candidates’ professional background and skills compared to LinkedIn, causing a disconnect between abilities that candidates possess and skills that the job demands. Privacy issues are also in focus in this process since it is not pleasant for potential candidates to receive the company’s offers in personal messaging. However, these problems do not diminish the effectiveness of Facebook as a means of enhancing recruitment practices, especially in cases where a large number of candidates are to be sought.
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In particular, LinkedIn and Facebook have advantages compared to the traditional ways of recruitment, which are focused on the extend reach and demographic targeting at minimal cost. Unlike systems, which prove to be lengthy and confined geographically or industrially, social media platform enables recruiters to seek a large pool of both, the active as well as the passive seekers of jobs (Zide, Elman and Shahani-Denning, 2014). On the other hand LinkedIn works well with professional contacts thus targets a specific market while face book being general targets a wider market with all type of testers and skills.
Nevertheless, SM recruitment also has issues. The authenticity of the profiles can be in question, as people decide what details to provide and they may overemphasize their skills or conceal the lack of experience. Another potential concern is data privacy, because candidates may not feel comfortable with being contacted for recruitment purposes in spaces that are designed for social connection. Compared to traditional recruitment, which requests only validated information, social media demands a curated consideration of the candidate’s details for their relevancy and adherence to data privacy (Cerveira, 2024).
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Therefore, LinkedIn is recommended for business professionals, and specific industries that offer professional service since LinkedIn is a professional recruitment site while Facebook is recommended for the growth of business since it covers the market with youths and other diverse groups. The various platforms vary in the following ways, strengths and weaknesses; Profile credibility, Privacy. The integration of these social media platforms with other traditional strategies is another approach of delivering best results while considering the accuracy of candidates selected.
In the future, social media recruitment is likely to progress through the use of superior AI-based algorithms that will enhance convergence precision. The continued trend will act as key driver for improving on the new generation recruitment experiences for both the recruiters and the candidates.
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