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[bookmark: _Toc185588578]Introduction
The staff recruitment process has undergone significant changes in the global job market, and social networks are considered essential instruments in the search for and attraction of personnel. Job boards, newspapers, and employee referrals must increasingly be supplemented, or even supplemented altogether, by digital recruitment strategies (Rutter et al., 2016). Of all the social media platforms available, LinkedIn and Facebook are the most popular media for recruitment. Previously, these platforms have revolutionised how organisations seek, communicate with, and assess potential candidates. 


[bookmark: _Toc185588579]LinkedIn: The Professional Network Powerhouse
LinkedIn, known as the biggest professional networking platform, has assimilated into the modern recruitment process. LinkedIn had over 900 million users from all over the world, making it a professional repository in terms of different fields, locations, and competencies (Marin and Nilă, 2021). Recruiters use LinkedIn to search for passive and active talent in the job market. Unlike other common job portals, LinkedIn provides an opportunity to search for candidates, unlike other common job sites where the recruiter has to wait for applications.
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Figure 1 LinkedIn: The Professional Network Powerhouse
Source: (Van Iddekinge et al., 2016)
It’s possible to search users by location, industry, education, and skills, making targeting very accurate. HR personnel can also use them to obtain a good list of applicants who meet the proper requirements of a position. However, tools like LinkedIn Recruiter enable in-mail messaging, which the hiring manager can use to communicate directly with candidates (Thornton et al., 2016). LinkedIn has added value in analysing a candidate’s professional personas via his/her profile. The LinkedIn Company page format used as a resume is often updated with endorsements, recommendations, and descriptions of professional accomplishments. 
[bookmark: _Toc185588580]Facebook: A Broader and Informal Approach
Even though LinkedIn is specifically designed for recruiting, Facebook is more relaxed and general regarding staffing. Globally, Facebook has a presence with almost 3 billion active users. It also has high importance for gender, various categories of applicants, and candidates not constantly searching for a new job.
Recruitment advertising is one of the best features of Facebook's advertising options. With the help of Facebook Ads Manager, there are tremendous opportunities to create specific job offers. That is why the platform provides finely tuned targeting options based on a user's age, location, interests, education, and work experience (Rutter et al., 2016).  Trade and occupation-based communities offer recruiters access points where they can post their openings and get student responses. 
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Figure 2 Facebook Recruiting
Source: (Aguado et al., 2019)
Employer branding on Facebook also looks more personal and real-life. Employers run their Facebook accounts to post videos or images of what goes on within the company, stories, and status updates that tell their culture. This can help form a better relationship with potential employees for those who look at employer reputation and culture (Koch et al.,2018). However, Facebook has some issues that originate from its rather informal stance. For example, in LinkedIn, it is easy to distinguish a profile created for professional purposes from one created for Personal Purposes, whereas Facebook has a person’s personal information, which can be of no use in recruiting. 
[bookmark: _Toc185588581]Advantages of Social Media Recruitment
The use of social media tools, specifically LinkedIn and Facebook, among others, in recruitment has the following benefits. They widen the talent pools from which recruiters can draw talent (Aguado et al., 2019). While traditional measures may be restricted by geographical or trade factors and sections, social platforms connect employers with potential employees worldwide.
As a result, social media recruitment provides enhanced participation. LinkedIn InMail or Facebook workplace messenger also helps maintain direct conversation between the recruiter and the candidate. This helps develop a good candidate experience, which is crucial in today’s market (Davis et al., 2020). This kind of platform thus improves efficiency in the recruitment process. Recruiters can easily search for qualified candidates through LinkedIn’s advanced search and filtering options, combined with Facebook’s precise advertising options, enabling successful targeting of candidates. 
[bookmark: _Toc185588582]Challenges and Limitations
However, managing recruitment on social media platforms also comes with a few challenges. Although there are many strengths in using this approach, there is one major weakness: the danger of bias. In LinkedIn and Facebook, personal information about users, such as age, gender, ethnicity, and other things, should never be used in hiring (Chen et al., 2017). 
One of the feared implementations is that there is usually too much information produced and published on the Internet. When there are millions of users on these platforms, it becomes rather difficult to browse through so many profiles and applications (Marin and Nilă, 2021). Sometimes, organisations may not have enough resources or techniques to enable the recruiter to identify the right candidates.
Other risks that are still worth mentioning are related to privacy. This also means that candidates may be uncomfortable being contacted on their personal social media accounts, especially Facebook accounts. Employers seeking social media services must find the middle ground between harnessing the potential of the forums and being careful not to infringe on the rights of the candidates.
[bookmark: _Toc185588583]Best Practices for Effective Social Media Recruitment
In light of this, it became important to establish the following strategic implementation of LinkedIn and Facebook in organisations' recruitment processes (Whitaker et al., 2017). However, it is remarkable that they failed to define very clear objectives. It is important not to confuse the need for employer branding with other goals, such as the need to hire for a certain position or build a talent pool, since knowing the aim avoids more ill-use of the platforms.
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Figure 3 Best Social Recruiting Practices to Attract Top Talent
Source: (Davis et al., 2020)
One has to be very active and seen as solidly engaged. Sustaining timely updates of the company page, posting relevant content, and being active in followers’ activities make the company credible in the eyes of potential candidates (Topolovec-Vranic and Natarajan, 2016). For LinkedIn, these are about enhancing company pages and employing items like jobs and LinkedIn Learning. For Facebook, they cover the use of multimedia content, such as videos and live streams. Even higher outcomes can be achieved by synchronising social media recruitment with other techniques. Using employee referrals in combination with LinkedIn or advertising job fairs via Facebook may build a stronger recruitment kit. 


[bookmark: _Toc185588584]Conclusion
In conclusion, LinkedIn and Facebook have become the world’s leading tools for recruiting since they have greatly transformed how employers search for and connect with talent. Whereas LinkedIn offers remarkable tools for professional connections and selective search, the reach and openness of Facebook are unchallengeable, as well as the involvement of a wide community. The two platforms further help organisations increase the effectiveness of their recruitment strategies, reduce the time required for the recruitment process, and foster the development of employer branding. However, the proper implementation of these concepts is reserved for communicative planning, ethical perspective, and the willingness to utilise individuals' strong points. 
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