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INTRODUCTION
The attraction and retention of talent has emerged as a critical strategic concern within the talent management practices of numerous organizations. Additional research indicates that traditional recruitment methods, often referred to as 'spray and pray' approaches, are no longer effective in attracting high-quality employees to an organization. The primary factors contributing to this issue are that these methodologies predominantly target a restricted and active pool of potential candidates, thereby failing to provide organizations with access to the highly desirable talent that may be available within the semi-passive and passive candidate pools. In the pursuit of expediting and lowering the cost of candidate identification, innovative sourcing technologies have been developed using electronic and social media. Social media usage has experienced significant growth, particularly on platforms such as LinkedIn, Facebook, and Twitter (Koch, 2018). In response to this trend, strategic tools have been developed to effectively identify, attract, and recruit potential candidates, whether they are actively seeking employment or not. In this essay we will discuss the advantages and disadvantages of the social platforms such as LinkedIn and Facebook. 




ADVANTAGES

In the contemporary business environment, it is imperative for companies to cultivate a favourable brand image in order to appeal to prospective employees who utilize social media platforms to conduct research on potential employers. Prospective employees desire to seek employment with a well-known organization which enjoys a reputable standing. Creating a favourable brand image is paramount as it enhances the likelihood of garnering a positive response from potential candidates to job advertisements and increases their receptivity to sharing the organization's content within their professional network. This ultimately results in an expansion of the potential candidate pool for employment. When utilizing social media platforms such as Facebook, LinkedIn, and Twitter to advertise job postings, organizations are strategically reaching out to individuals who are already affiliated with and have an existing interest in their company. It is probable that individuals possessing a deeper comprehension of their business will exhibit increased interest in applying. Consequently, they have the opportunity to access a talent pool, comprising of passive candidates, at a modest expenditure. LinkedIn can be utilized to target industry or skill-specific groups in order to identify potential candidates for niche roles. Furthermore, the platform can also be used to identify individuals possessing the necessary qualifications for the position in question. Utilizing the LinkedIn platform offers the opportunity to benefit from its email marketing strategies. Potential candidates for the positions you are offering will receive job advertisements directly in their email inbox, thus alleviating the need for manual sending on your part. It is essential to establish trusted relationships when utilizing social media for recruitment purposes. Sharing compelling content such as industry news and trends facilitates the establishment of connections with prospective employees even prior to the commencement of a job advertisement. This approach effectively minimizes the effort required in the hiring process. Similarly, forming connections with key influencers in the field presents an opportunity to expand one's potential audience at a rapid pace. By dedicating resources to identify and engage with influencers who consistently amplify business content and updates, potential reach could increase by a factor of 20-30 (Rullion Social Media Guide).








DISADVANTAGE

The utilization of social media presents a challenge for human resource decision makers due to its limitations in effectively assessing the qualifications, personality, and integrity of an applicant through their online profiles. The utilization of social media platforms does not accurately reflect an individual's genuine capacity for performing in a professional setting. The position may also attract a significant quantity of underqualified candidates. The challenge of identifying suitable candidates possessing the necessary skill set may also stem from the process of navigating through extraneous information. Social media recruiting presents privacy concerns, particularly in relation to data security and the potential for litigation from applicants who perceive discrimination. The ability of recruiters to access additional information beyond the intended disclosure of individuals is facilitated by the wide-ranging content accessible on social media platforms. It is conceivable for the candidate to postulate that their rejection could be attributed to the content on their social media pages (Course sidekick, 2023). Privacy concerns arise with the use of social media for recruiting, particularly related to data security and the potential for legal action by applicants who believe they were discriminated against. The ease with which this can be accomplished lies in the potential for applicants' social media pages to divulge more information than the recruiter originally seeks to ascertain. Subsequently, the candidate may infer that they were rejected for the position as a result of information disclosed on their social media profiles. According to recent findings, active candidates have a significantly higher likelihood of success in roles when compared to passive candidates discovered through social recruiting, with the former having a success rate of up to 70%. In order to adjust for this statistic, it is imperative for recruiters to meticulously screen potential candidates. There are limitations associated with the use of social media for recruiting, including the lack of control over the visibility of posts and the absence of assurance regarding the suitability of potential candidates for a company (Reworking).


CONCLUSION 

There are a number of benefits to using social media for recruitment. First, it allows you to reach a wider audience than you would with traditional methods such as job postings. Second, it can help you to connect with candidates who are not actively looking for a job but may be open to new opportunities. Third, social media can give you a better understanding of the candidates you are considering, as you can see what they are interested in and how they interact with others. However, there are also some challenges to using social media for recruitment. First, it can be difficult to stand out from the competition. Second, you need to be careful not to violate the privacy of candidates. Third, you need to make sure that you are using social media in a professional manner. Social media is a powerful tool that can be used to recruit new employees. However, businesses need to be aware of the challenges associated with using social media for recruitment and they need to develop a strong social media strategy in order to use it effectively.
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