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Over the few years, social media has become the newest way of recruitments that help a company to cover the way of attracting the candidates. For instance, LinkedIn and Facebook can enable companies in making a wider reach in the talent pool and at the same time creating a better employer branding (Doherty, 2021). This report seeks to review the effectiveness of the social media tools in recruitment with view to establish the merits, demerits, and lessons from the use of the media tools by organizations.
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There are various types of recruiting, however social media recruiting is the process of recruiting talent through the use of social media. Social media enables organisations to tailor its recruitment strategies to particular skills and populations thus a better way of recruiting (Vrontis et al., 2020). Moreover, social media helps increase brand recognition because candidates can research company culture and values to communicate the spirit of the organization to applicants of higher quality.
Through post and video which present a company’s culture and working environment, organizations place themselves in a status where they are attractive to personnel of a similar leaning. This visibility is important because candidates look particularly for working environments they consider appropriate (Madera, 2018). Recruitment has gone up to the level where companies depended on candidate search and thus social media in recruitment has become a must for organizations that desire to benchmark themselves.
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Of these, recruitment is most effectively done on LinkedIn, which is the largest professional networking site. Its components which includes; job listing, InMail, and candidate filters enable employers to have a good channel by which to attract employees using linked in (Sivertzen et al., 2019). LinkedIn offers special features like skills and recommendations at the profile level that help employers to find out the required talent easier as compared to jogging from one website to other looking for the appropriate candidate.
It also helps facilitate networking between the candidate and the recruiter that will help in achieving better matching results. It is found that LinkedIn’s model gives the employer’s end the specification whereby they can search the passive candidate who may not be surprised for a job but is willingly ready to change his employer with good offers (Koch et al., 2021). This approach not only addresses a larger talent deficit but also increases the probability of recruiting fine talent.
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There is no doubt that LinkedIn has been a traditional ground for job searching but; Facebook, and other instant with techniques such as Instagram and tweeter also contribute to the recruitment immensely. LinkedIn, on the other hand, is a platform formed mainly of business-oriented individuals, while companies can look for potential candidates on Facebook, which has a large base, Broughton et al. (2019). One advantage of Facebook is that businesses can be specific about advertising for job openings to a particular segment of the market.
There is also an increasing trend towards use of Instagram and twitter particularly for organizations targeting young talents. For example, Instagram could be used to share business working environment and Twitter to post job vacancies and company updates immediately they are available (Aguado et al., 2019). Such platforms remain open to reflecting the private personas of the stakeholders, which in turn promotes engagement by the companies.
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The first benefit that might be mentioned when it comes to using social networks for recruitment is the opportunity to target a large number of global candidates. In contrast to the conventional job networks, social media promote an organization’s ability to reach out to prospective employees regardless of the geographical location in the world thus assisting in the issue of diversity and inclusion (Albrecht et al., 2019). Social media recruitment is also equally efficient than the conventional methods as employing the use of websites such as LinkedIn and Facebook is cheaper than doing the newspaper and job websites advertisements (Griep, 2021).
Secondly, social media recruitment also entails the policy of advertisement where job vacancies get posted in view of those people with the highest chance of qualifying for the positions. This approach saves a lot of time and efforts in the few out of many applicants who are qualified enough for the position (García-Izquierdo et al., 2021). In addition, social media offer insights into users, whereby recruiters can analyse interaction of the target audiences with campaigns and channels, and tailor future recruitment strategies accordingly.
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However, there are the limitations of social media recruitment as follows. Some of the potential risks include; Candidates are going to post some information in some of the social platforms which are publicly accessible. Also, certain practices in organizations are prohibited by laws on data protection, for example the General Data Protection Regulation (GDPR) that regulates the collection and use of personally identifiable data (Kim & Sundar, 2020).
The other concern is biasness of the created model. Some algorithms employed by such platforms such as LinkedIn may help attract talent from specific groups only; this contributes to the reduction of diversity in applicant pools (Bogen & Rieke, 2021). Organizations have to act cautiously to guarantee that they do not discrimination in recruitment as to racial and ethnic background, age, disability, or gender.
Social media also faces some drawbacks by failing to get hold of unsocialized candidates especially those of the older age as they would prefer going with the normal post ads. Hence, organizations are likely to lose out on an important pool of employees should they solely bet on social media alone (Harris, 2020).
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Literature review proves the efficiency of social media in the process of recruitment. For instance, Sivertzen et al. (2019) noted that LinkedIn significantly enhances recruitment results because the site provides the tools that facilitate employer promotion and job post optimization. Other studies also discusses effectiveness of social media recruitment over traditional source of recruitment in term of cost of adverting and time take in the recruitment process (García-Izquierdo et al., 2021).
In addition, the research also shows that candidates are drawn to organizations with a robust social media engagement since the applicant can formally or informally assess organizational culture and ethos (Doherty, 2021). It is this visibility that is important in pull factor, especially amongst millennials and gen Z population that will exercise voice in matters of organizational identity.
[bookmark: _Toc182401829]Conclusion

Hence worth stating that SMTs are indeed crucial to today’s recruitment processes given that they open up the employers’ access to a wider talent pool, improve the employer branding and facilitate the overall process of recruitment. LinkedIn, Facebook and other sites offer several tools that can be used in the targeted recruitment process, as well as to build relations with the potential applicants. However, companies are face some issues as privacy issues, potential bias and limited reach to some groups of people.
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For an organisation to fully harness on social media recruitment, the following best practices must be followed including; Developing an employer brand that is consistent across social media, use of data and business analytics to measure the success and optimise on the campaign, and lastly respect and compliance with data protection laws. Through moderation, organizations can use social media platforms to reach out to a pool of competent employees of all gender without compromise the business’s ethical level of recruitment.
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