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ABSTRACT

The use of social media as a recruitment tool throws up some opportunities and challenges for
employers. Social media potentially offers speed, efficiency and the ability to target and attract
specific, particularly apposite candidates in the recruitment process. It can provide a useful
additional source of information on potential job candidates, especially since some data (at the
personal as well as the professional level) may not be generated for the purpose of recruitment,
and therefore may provide candid supplementary information on the applicant. For candidates
it potentially offers multiple sources of information about the employer and the possibility of
contact with existing employees to gain a more realistic job preview. However, there are a
number of issues that need to be considered. Firstly, there are ethical questions of privacy and
the extent to which it is appropriate and relevant for employers to seek information about
workers’ private lives. A US survey found that the most common reasons for not short listing
and rejecting candidates were based on ‘lifestyle’ rather than employment-related information.
For example, 35 per cent of those surveyed said that they found material on SNSs that caused
them not to hire a job candidate; social media postings that included ‘provocative or
inappropriate’ photographs or information were cited by 53 per cent of HR managers as a
reason to turn down an employee. This paper will focus on recruitment sites impact on job
selection.
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1. INTRODUCTION

Social media as "a group of Internet-based applications that build on the ideological and
technological foundations and that allow the creation and exchange of user generated content."”
Furthermore, social media depend on mobile and web-based technologies to create highly
interactive platforms through which individuals and communities share, co-create, discuss, and
modify user generated content. They introduce substantial and pervasive changes to
communication between organizations, communities, and individuals. Social networking site is
the phrase used to describe any Web site that enables users to create public profiles within that
Web site and form relationships with other users of the same Web site who access their profile.
Social networking sites can be used to describe community-based Web sites, online discussions
forums, chat rooms and other social spaces online, people looking to connect with other
business-associated contacts usually move to sites like LinkedIn, but one need to understand
that social media is beyond Twitter, Face book, LinkedIn and Blogs. Social networking sites
such as Face book, Twitter and LinkedIn are some of the most powerful tools available to

Page |8237

Copyright © 2019 Authors



THINK INDIA JOURNAL

ISSN: 0971-1260
Vol-22-Issue-10-November-2019

recruiters today. Face book has more than 500 million members and regularly surpasses
Google in site visits per day. LinkedIn has increased its number of registered users from
roughly 40 million in 2009 to more than 100 million in 2011. As usage continues, more
businesses are recognizing the fact that high-quality candidates can be reached faster and at
lower cost using social networks than traditional recruiting methods. Social networks can give
recruiters a competitive edge in locating and engaging the best candidates available to reach
company’s recruiting objectives. Job seekers use social media for a host of reasons. Searching
for a job may not be the single most popular activity on social media, but it is an important one.
Recruitment, correspondingly, is one of the main activities that bring corporate users to social
media, alongside branding, product news, attracting customers and nurturing existing
customers.

The employer’s perspective is different. Not all employees are activity looking for a new role
and these individuals are also usually the most sought after candidates. Employers are aware of
this and therefore, in some cases, are urging employees not to promote themselves too
effectively online, as they can essentially become vulnerable to poaching. The wider issue of
confidentially also comes into this. Most employers don’t want certain information about the
company published online. For example: key clients they are working with, or sales targets
achieved (e.g. Candidate Y won business from client X and increased brand market share from
S to Z in six months). These details are often essential in the assessment of an individual but
they won’t necessarily be available online. Recruiters, however, have relationships with active
and non-active candidates in the marketplace and either intimately know, or quickly become
aware of, someone’s achievements, after a detailed assessment process.

2. METHODOLOGY
OBJECTIVES

» To know the social media impact on recruitment process.
» To identify role of social media in deciding right candidate.
» To know the support from social sites to unemployed youth.

HYPOTHESIS

» Ho1: There is no association between experiences of the employee and their opinion on
recruitment sites are helping in choose right employees

» Ho2: There is no significant relation between age of the respondents and their opinion
on recruitment sites replace with print media.

» Hos: There is no significant association between occupation of the respondents and their
opinion on professional sites will dominate CV’s in recruitment.

» Hoa: There is no association between occupation of the respondents and their opinion on
satisfaction of recruitment sites.

SAMPLE & SAMPLE SIZE
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The study sample contains recently employed youth in IT/BPO sector who are working in
Hyderabad /Cyberabad town. A sample of 100 respondent’s data was capture by using
structured questionnaire.
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ANALYSIS

Hoi: There is no association between experiences of the employee and their opinion on
recruitment sites are helping in choose right employees

CHI-SQUARE TEST VALUES OF SITES HELP

VALUE DF ASYMP.

SIG.  (2-
SIDED)

Pearson  Chi- | 5 56sa 8 015

Square

Likelihood 4128 8 154

Ratio

Linear-by-

Linear 1.869 1 172

Association

N of Valid 100

Cases

a. 9 cells (60.0%) have expected count less than 5. The
minimum expected count is 1.08.
TABLE NO 1

The above chi square test indicating the significant value is less than 0.05 (0.015) , hence the
Hypotheses Rejected. i.e as per employee experience opinion wise the recruitment sites are
effectively working on choosing right employees for their companies.

Ho2: There is no significant relation between age of the respondents and their opinion on
recruitment sites replace with print media.

CHI-SQUARE TEST VALUES OF PRINT MEDIA

Value df Asymp.

Sig. (2-

sided)
Pearson Chi-Square 8172 8 .001
Likelihood Ratio .864 8 313
Llnear-by-lflnear 192 1 797

Association
N of Valid Cases 100

a. 5 cells (33.3%) have expected count less than 5. The
minimum expected count is 1.71.
TABLE NO 2
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The above chi square test indicating the significant value less than 0.05 (0.01), hence the
Hypotheses Rejected. i.e any experienced employees are not accepting that, print media will
dominate of sites for recruitments.

Hos: There is no significant association between occupation of the respondents and their
opinion on professional sites will dominate CV’s in recruitment.

CHI-SQUARE TEST VALUES OF CV PREPARATION

VALUE DF ASYMP. SIG. (2-SIDED)
Pearson Chi-Square 9.871° 8 274
Likelihood Ratio 12.108 8 146
Linear-by-Linear Association 5.318 1 021
N of Valid Cases 100
a. 10 cells (66.7%) have expected count less than 5. The minimum expected count is .96.
TABLE NO 3

The above chi square test indicating the significant value is greater than 0.05 (0.972) , hence
the Hypotheses Accepted. i.e as per occupation of the respondents they agreed that,
professional sites like Linked In will replace CV’s in recruitment process.

Hoa: There is no association between occupation of the respondents and their opinion on
satisfaction of recruitment sites.

CHI-SQUARE TEST VALUES OF SITE SATISFACTION

VALUE DF ASYMP. SIG. (2-SIDED)
Pearson Chi-Square 4.481° 8 011
Likelihood Ratio 4.086 8 .345
Linear-by-Linear Association 915 1 339
N of Valid Cases 100
a. 10 cells (66.7%) have expected count less than 5. The minimum expected count is 1.68.
TABLE NO 4

The above chi square test indicating the significant value less than 0.05 (0.11), hence the
Hypotheses Rejected. i.e all the employees are satisfied with online recruitment sites.

3. STUDY FINDINGS

» The respondents are strongly agreed that , they are able to reach maximum number of
respondents a day through social media sites to advertise about job.

» Nowadays social media sites are playing a vital role in identifying and recruiting
employee more effectively.

» The Business world is highly depending on digital operation rather than manual
operations and digitalization take major share in it.
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The social media sites are producing and able to get more efficient employees through
online sites.

The present situation indicating that, print media may not occupy again and dominate on
social sites.

Professional sites like Linked in and face book and Twitter will are more efficient way to
choose right employees to the organizations.

The online sites are easy to access every body

The recruitment sites are cost less to both the Employer and employee.

The present generation is very much intended to use technological things rather than
traditional things.

It is a very easy process to share your competencies to outside world and employers

YV VYVV VvV VvV V

4. CONCLUSION

It has been found that 47.27 % of students are on face book and 20 % on LinkedIn, 14.55 % are
subscribed Naukri.com, which helps the students to update with the availability of jobs
provided by companies and consultancies. most of the students are satisfied, some are very
satisfied by applying the jobs on social sites, they felt its very useful to know about the details
of jobs, and companies, also shared that those sites quick in responding and so easy to search
the jobs. Some are got the job on LinkedIn but due to some personal issues they didn't join.
83.3 % of management and consultancies are given their opinion that they can successfully and
effectively hire the candidates through social sites and 76.9 % are feeling that recruiting
through social sites like LinkedIn will be more effective over the next few years. Most of the
companies are still using traditional way of recruiting the candidates, so companies should
adopt the modern method of Social networking sites for recruitment which is cheaper
alternative method of hiring instead of giving advertisements in newspapers, news channels
and job portals, or consultancies which leads to more expenses. If companies start to adopt
this method, management can study candidates’ psychology- lot of information that is available
on these sites can be used for understanding the psychology of the potential candidates and
thus helps the company in understanding the employee-job-fit. This will not only give a boost
to successful recruitment but also help in enhancing employee retention initiatives. By using
social sites in recruitment process, employer branding will be increasing in the business world
today. These sites can be effectively used by organizations to establish themselves as good
employer brands in order to attract the best talents of the industry thus companies has to bring
awareness in job-seekers mind. They need to highlight the benefits and ways in which
recruiters can tap potential talents.

5. SUGGESTIONS

This study concludes that Most of the management, job consultancies and students from
graduates as well as post graduates are aware about social recruitment through various social
networking sites like face book, twitter, and LinkedIn. Some of the students are applied the job
on these sites, they are highly satisfied of searching the jobs on social platforms and they have
also got the job but due to some personal problems they didn’t join the company. Job
consultancies and HR managers are revealed their opinion that recruiting through social sites
will be become more effective in the HR functions and it will below cost of recruitment for the
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company compared to other traditional methods of recruitment and also they have felt that
social site like LinkedIn will become more effective tool to search the candidates as it is the
professional site and professional interactions will be carried out. Management and
consultancies are ready to implement this modern method but they feel, need to learn.

Job seekers should start to searching the jobs on such social networking sites specially
LinkedIn as it professional site instead of using those sites for chatting purpose, depending on
campus recruitment, roaming for the jobs from place to pace etc They should make use those.
Companies should have the records and predict about the social networking sites by popularity
and usage wise. Using social networking sites for recruitment purposes requires site
maintenance, in order to ensure that queries are answered relatively, promptly and sites are
updated. By using social sites in recruitment process, employer branding will be increasing in
the business world today. These sites can be effectively used by organizations to establish
themselves as good employer brands in order to attract the best talents of the industry thus
companies has to bring awareness in job-seekers mind. They need to highlight the benefits and
ways in which recruiters can tap potential talents.
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