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The role of social media tools in recruitment
Social networking sites like LinkedIn and Facebook have redefined, over time, the concept of recruitment. Moving away from job boards and conventional advertising, recruiters have embraced social media because of its great reach and insightful data in finding and getting in touch with prospective candidates. This report is going to argue about some of the specific advantages and disadvantages that come with the application of social media in recruitment, drawing support from relevant literature.

Introduction to social media in recruitment.
Social networking sites have proved to be one of the most important tools in modern-day recruitment. For example, by 2023, there are over 930 million people on board in LinkedIn, a social networking website that covers every available sector of professionals. Similarly, even though Facebook is essentially a social network, this platform also tends to be an important recruitment source because of the ability to tailor advertising, with over 2.9 billion active users (Statista,2023). It gives recruiters a way of advertising the vacancy, establishing a form of employer branding, conducting passive candidate sourcing, and reviewing candidate online personas.

Social media tools for recruitment – Advantages:
1. Wider reach and diversity
Other benefits of social media websites for recruiters include accessing a larger pool of talents, especially if a company needs experience or talent from a very specific niche. On LinkedIn, for instance, employers can use advanced search filters, narrowing candidates down by location, industry, experience and education. Facebook does target some demographic groups, although it bases its ad targeting on user interest and behaviours. To this end, research by Madia, 2011, indicated that with the use of social media in recruitment an organization is likely to reach the under-represented groups, hence addressing the aspect of diversity and inclusion. In the same breath, a report by Jobvite, 2022 reported that 77% of recruiters claimed that social media enables them to drive quality candidates not found via traditional job advertisements.

2. Cost-effective recruitment tends to be inexpensive compared to other traditional methods of recruitment. For example, putting up an ad on LinkedIn or Facebook is cheaper than newspaper advertisements and career fairs. Some portals offer low or no cost for their basic postings. According to Kaplan and Haenlein (2010), by using social media, the per-head cost can be reduced as it enables the employer to reach prospective candidates with much more personal touch.

3. Improved employer branding.
In a wider perspective, it will be facilitating the ability of the enterprise to develop and maintain an excellent employer brand. According to Cable and Turban 2003, a good employer brand attracts more of the best talents and increases retention. It will be easy to showcase organizations for a glimpse of the work culture on websites such as LinkedIn through regular posting, alongside testimonials and organizational values, which are very attractive to job candidates.

4. Passive candidate recruitment.
Social media does great job of passive candidates – those professionals, not in the market for a job but who, when an opportunity comes up, jump onto it. On LinkedIn, for example, its InMail allows recruiters to reach out to such a people directly. A 2022 survey by SHRM reported that 84% of employers believed social media was effective to connect with passive candidates.

Disadvantages of using social media tools for recruitment:

1. Privacy and ethical issues
The most significant risk of using social media recruitment come with the violation of privacy. Most employers sometimes fall into accessing information on a candidate’s unrelated qualification material, for instance, political view expressions or personal photos. According to Davison et al. (2011), cautioning against using of social media profiles for screening indicated that it might introduce unconscious bias.

2. Discrimination and bias
While social media facilities focused recruitment, the same may also be used to facilitate discrimination. Algorithms in Facebook have been accused of bigotry. For instance, Lambrecht and Tucker (2019), showed that the automated ad targeting systems sometimes exclude some demographic groups inadvertently. Employers are responsible to ensure that their method of recruitment remains non-discriminatory.



3. Overuse of digital channels.
However, this can be termed as a setback of using social media tools solely for recruitment: excluding candidates basing one’s judgement on the candidate’s inactivity on the social media tools. For instance, Kluemper and Rosen, 2009 note that younger candidates are relatively more active on both LinkedIn and Facebook. This would exclude older but qualifies professionals. This may lead to age discrimination in recruitment.

4. It is time-consuming.
While recruitment through social media can be cost-effective, it is extremely time-consuming as well. It would be really tiring to browse candidate profiles on the web, answer some questions, and keep updating several sites regularly. Most of the small-scale businesses cannot afford it at all times.


Trading off benefits and drawbacks.
It would, therefore, mean that for effectiveness in application, social media tools in the recruitment process have to strike a balance between many benefits and risk that come along. Among the best practices would be making clear their usage of data, training of recruiters on how not to bring bias into the platform and integrating traditional forms of recruitment so as maximize such as social media platform.

Conclusion
Social network websites, such as LinkedIn and Facebook, are some of the imperative tools in modern recruitment, as these offer widened reach, economy and passive candidate engagement. Some of the undeniable issues that come into play include those dealing with privacy, bias and over-reliance on digital platforms. It is this approach that will enable a firm to maximize benefits arising out of social media recruitment while mitigating risk.
In essence, the absorption of social media into recruitment policy reflects the sea change happening within work culture and technology. Those companies that can navigate these changes with aplomb will emerge as employers of choice in an intensely competitive talent market.





References
     
Cable, D.M., & Turban, D.B (2003). The value of organizational reputation in the recruitment context. Journal of Applied Social Psychology.
Davison, H.K., Maraist, C., & Bing, M.N 2011. Friend or foe? The promise and pitfalls of using social networking sites for HR decisions. Journal of Applied Psychology.
Kaplan, A.M., & Haenlein, M. 2010 Users of the word, unite! The challenges and opportunities of social media. Business Horizons.
Kluemper, D.H., &Rosen, P.A 2009. Future employment selection methods: Evaluating social networking web sites. Journal of Managerial Psychology.
Media S. A. 2011 Best practices for using social media as a recruitment tool. Strategic HR Review.



2

