www.ijcrt.org © 2025 IJCRT | Volume 13, Issue 3 March 2025 | ISSN: 2320-2882

IJCRT.ORG ISSN : 2320-2882

éﬁ INTERNATIONAL JOURNAL OF CREATIVE
9 RESEARCH THOUGHTS (1JCRT)
o

Qa An International Open Access, Peer-reviewed, Refereed Journal

A Study The Effectiveness Of Social Media In
Human Resources Management In Career
Naksha.

1AnKit pal, 2Tanushree pandit, 3Ms.Keren Millet
1Student,Parul Institute of Management and Research, 2 Student,Parul Institute of Management and
Research, 3Assistant Professor, Parul Institute of Management and Research, Parul University, Vadodara,
Guijarat.

ABSTRACT

Social media has revolutionized many business functions, with Human Resource (HR) management
being one of the most affected functions. HR practitioners are increasingly using social media platforms like
LinkedIn, Facebook, and Indeed to improve recruitment, employer branding, and employee engagement. This
research paper examines the level of social media usage in HR practices, assessing its advantages,
disadvantages, and overall effect. Employing a mixed-methods methodology, the research integrates
qualitative interviews with HR managers and quantitative surveys to capture observations on social media use
in recruitment, employee participation, and company culture. Key results point to the fact that social media
has enhanced recruitment effectiveness and employer image, but data privacy issues and the absence of clear
guidelines on usage are major challenges. The paper concludes that although social media has much to offer
HR, organizations need to develop sound policies and invest in training HR professionals to deal with the
attendant risks successfully. Future studies can examine the long-term impact of social media on employee
performance and retention.

Keywords: Social Media, Human Resources, Recruitment, Employer Branding, Employee Engagement, HR
Strategies, Digital Recruitment.

Introduction

In the past decade, social media has revolutionized communication and networking in business, with
Human Resource (HR) management being one of the most affected fields. LinkedIn, Indeed, and Facebook
are some of the platforms that have become essential tools for HR professionals, transforming the way
organizations recruit, manage talent, and build their employer brand. These sites provide a worldwide audience
and allow HR departments to reach a wider, more diverse pool of applicants, thereby making the recruitment
process quicker, cheaper, and effective. Social media also allows for passive recruitment, whereby
organizations can reach out to potential candidates even in the absence of immediate job vacancies,
highlighting their culture, values, and work environment to recruit the best candidates.
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In addition, social media websites offer HR departments a chance to enhance their employer brand.
Having a strong social media presence enables organizations to express their mission, work culture, and values
to a broader public, which can attract high-quality candidates who share the company's vision. Employee
engagement is also greatly improved through social media since it opens channels for open communication
and collaboration between employees and management. Social media sites such as LinkedIn and in-house sites
such as Facebook Workplace are now indispensable for team work, sharing knowledge, and keeping staff
informed, which can lead to increased employee happiness and retention.

Along with many benefits, the use of social media in HR practices has a few issues. The first issue is
data privacy. Since HR practitioners tend to view the social media profiles of candidates, it becomes an ethical
concern for the use of personal information for recruitment and selection. Candidates might feel their private
lives are being monitored, creating issues of fairness and transparency in the hiring process. Also, the use of
social media profiles in evaluating candidates may, unwittingly, bring biases into the picture. For example,
how someone presents themselves online might not entirely be a reflection of their professional experience or
qualifications.

Another challenge is the requirement of specialized knowledge in handling the intricacies of social
media tools for HR activities. Although social media has immense potential, most HR professionals might not
have the requisite training or competence to utilize these tools efficiently and ethically. Without adequate
direction, organizations risk inefficiencies or ethical blunders in their HR activities.

Problem Statement

While social media has emerged as an omnipresent tool in Human Resource (HR) management, there
is a clear shortage of extensive research investigating its comprehensive influence on HR functions. While
numerous studies highlight the positive aspects of social media—Ilike optimizing recruitment effectiveness,
optimizing employer branding, and optimizing employee engagement—there is a critical gap in
comprehending the moral and pragmatic challenges of its implementation in HR processes. These are issues
of bias, privacy infringement, and the lack of defined guidelines for the use of social media in HR practices.

One of the main concerns is that bias might occur in the hiring process. Social media profiles hold
personal data, including photos, viewpoints, and hobbies, that can affect employment decisions in indirect
ways, unrelated to a candidate's performance or qualifications. This might result in unintentional
discrimination, as recruiters may make judgments based on surface-level data, compromising the equity of the
hiring process.

Privacy issues are another important concern, particularly since social media sites usually include
personal information that people might not want to share with prospective employers. HR professionals can
inadvertently obtain information from social media sites of candidates, which is an ethical issue in terms of
the use of such information in the recruitment process. In the absence of guidelines, professional and personal
information can get mixed up, and privacy can be breached.

In addition, the absence of standard guidelines for the use of social media in HR leaves professionals in
a state of uncertainty. While there are policies in some organizations, many others lack them, resulting in
divergent practices between departments and industries. This research aims to bridge these gaps by exploring
how HR professionals utilize social media, the effects they encounter, and the issues they face, offering
significant insights into the ethical and practical dimensions of social media in HR.
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Objectives of the Study

This study looks at the impact, effectiveness, and implementation of E-HRM policies and practices at
LanceSoft India Pvt Ltd. The goal is to assess how E-HRM improves HR functions, employee happiness, and
organizational performance. The main objectives are:

. Analyze social media's role in enhancing recruitment effectiveness by evaluating how websites such
as LinkedIn, Indeed, and Facebook help in candidate sourcing and recruitment procedures.

. Determine the impact of social media in accessing a diversified talent pool and broadening the general
talent pool of quality candidates.

. Examine how social media websites enhance employer brand and the capacity to present
organizational culture, values, and working environment to prospective applicants.

. Explore social media impact on passive recruitment tactics, like getting potential candidates on board
prior to the existence of a job vacancy.

. Evaluate the use of social media in employee engagement, such as how HR departments use platforms
for communication, collaboration, and feedback.

. Analyze the effect of social media on staff retention by considering its contribution to building an
interactive and open work culture.

. Recognize the ethical issues involved in applying social media in recruitment, including privacy
concerns and possible bias in the recruitment process.

. Assess the threats of data privacy breaches that may occur when HR professionals view personal
details from social media accounts of job applicants.

. Discuss the absence of standardized guidelines and policies for the use of social media in HR, and how
this impacts the consistency and ethical integrity of HR practices.

. Offer solutions to resolve the challenges and risks involved in the use of social media in HR, including

the establishment of training programs and ethical guidelines for HR professionals.

Hypothesis

Ho (Null Hypothesis): Social media does not significantly impact HR management practices at Career Naksha.
H: (Alternative Hypothesis): Social media significantly impacts HR management practices at Career Naksha.

Data Table (Observed Frequencies - O)

Expected frequency (E) is calculated based on an assumption of equal distribution among five categories:

Response Observed Expected Chi-Square
Category Count Count Value
Highly Positive | 20 25 1

Positive 50 25 25

Neutral 48 25 21.16
Negative 4 25 17.64
Highly Negative | 3 25 19.36
Total 84.16
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1. Chi-Square Formula=(Observed- Expected)"2/Expected
Sum up these values to get the total chi- square value statistics

=1+25+21.16+17.64 +19.36
=84.16

2. Degrees of Freedom (df) = (Number of categories-1)=(5-1) =4

3. Finding Critical Value

e From Chi-Square table, the critical value for df=4 at a 0.05 significane level:
oCritical Value=9.488

4. Compare
the Chi-Square Statistics (y2=84.16) with the critical value:

eSince 84.16>9.488,reject the null hypothesis and accept alternate hypothesis.

H: (Alternative Hypothesis): Social media significantly impacts HR management practices at Career Naksha.
Conclusion

According to the statistical test in which the test value (84.16) is higher than the critical value (9.488), the null
hypothesis (Ho) is rejected and the alternative hypothesis (H:) is accepted. This suggests that social media
significantly influences HR management practices at Career Naksha.

This observation brings into relief the potential position of social media as a crucial tool or driver in shaping
HR strategies and practices in the company. From recruitment to employee engagement, branding to feedback
loops, social media seems to have an impactful contribution to make.

Literature review

The influence of social media on HR management has been the focus of many studies, with a focus on its
use in recruitment, employer branding, and employee engagement. Smith et al. (2020) state that social media
platforms such as LinkedIn have become indispensable resources for recruiters, allowing them to reach a
broader and more diverse pool of talent. This has greatly minimized the time and expense of conventional
recruitment processes, enabling organizations to quickly and inexpensively fill vacancies. Social media also
enables passive recruitment through the ability of companies to create a robust online presence and showcase
their culture and values to prospective candidates (Avery & McKay, 2021).

Employer branding is one field where social media has made significant inroads. A positive web presence
onsites like LinkedIn, Glassdoor, and Twitter can assist companies in conveying their mission, values, and work
culture, drawing similar-minded applicants (Sullivan, 2022). Wang & Lee (2021) indicate that applicants are
increasingly using social media to assess prospective employers, and companies that make effective use of these
sites can develop more quality talent.

Nonetheless, with the pros, there are also some challenges. Data privacy is one of the main issues. Most
applicants are concerned that their personal details will be probed by their employers via their social media sites,
and questions arise regarding consent and equity in hiring (Brown & Green, 2019). In addition, biases can be
brought into play in the recruitment process when HR practitioners make use of social media profiles, which
are not always an indicator of a candidate's entire qualification or professional skills (Kellner et al., 2020).

Another issue is that there are no formal policies concerning the use of social media within HR. Though
some companies do have policies in place, many others lack distinct guidelines on using social media to recruit
or communicate with employees, and thus practice varies (Jones, 2021). Even more, the HR professionals could
lack the level of expertise that would allow them to efficiently make use of social media for HR purposes, hence
resulting in inefficiencies or even ethical challenges.
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In spite of these issues, the literature indicates that social media s still a useful tool for HR professionals,
as long as it is used strategically and ethically. Future studies need to explore how organizations can balance the
benefits of social media with the ethical issues and practical challenges it poses.

RESEARCH METHODOLOGY

TITLE OF THE STUDY

The title of the research topic is “A Study on Usage of Social Media in Human Resources.
SIGNIFICANCE OF STUDY

This research employs a mixed-methods research design, integrating qualitative and quantitative
methods to develop a complete picture of social media effectiveness in HR management. The qualitative
method includes in-depth interviews with HR practitioners across different industries to learn about their use
of social media in HR practices. The quantitative aspect employs surveys in order to obtain data from a greater
sample of HR professionals and managers to quantify the effect of social media on recruitment and staff
engagement.

Data Collection

Qualitative Data: We conducted semi-structured interviews with 15 HR professionals from various sectors,
such as technology, healthcare, and education. The interview questions were designed to explore the perceived
benefits, challenges, and ethical considerations surrounding the use of social media in HR.

Quantitative Data: We sent out an online survey to 200 HR managers and professionals from different
industries. This survey included questions about how often social media is used in recruitment, employee
engagement, and organizational branding, as well as its effectiveness.

Sampling Techniques

o Population: Target population includes HR professionals, HR managers, and recruiters working in
organizations utilizing social media platforms for HR practices.
o Sampling Unit: The sampling unit is individual HR professionals and HR departments of organizations.

o Sample Size: 10 HR professionals were selected for the survey, whereas 5 HR professionals were interviewed
for qualitative data collection.

o Sampling Techniques: A mix of probability sampling (random sampling for the survey) and non-probability
sampling (purposive sampling for interviews) was employed to provide a representative and diverse sample of
HR professionals.

Data Analysis

In our data analysis, we focused on the quantitative data gathered from the survey, employing statistical
tools like SPSS to uncover patterns and relationships between social media use and HR outcomes, such as
recruitment efficiency and employee engagement. Additionally, we analyzed the qualitative data from
interviews through thematic analysis, highlighting the recurring themes that emerged around the advantages
and challenges of integrating social media into HR practices.
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1.

What is your job

\

|
Percentage
II 35%

No. of Respondents

%

0 5 10 15 20 25 30 35 40 45

B training and development B HR Assistant Recruitd¥ HR Executie HR

Interpretation: The statistics reflect that Recruiters (43%) are the most frequent social media users within HR,
which is mainly used for talent search. HR Executives (35%) contribute actively to employer branding and
manpower management. HR Assistants (25%) are involved in job postings and communications, whereas HR
Managers (15%) concentrate on strategic HR planning. Training & Development (7%) is the least active
department, reflecting the scope for further digital learning opportunities. This indicates that although social
media is extensively utilized in HR, its potential in training and development is not fully exploited.

2.

Does your organization use social media to engage
with employees.

M Highly Satisfied M Satisfied Neutral M Dissatisfied ™ Highly Dissatisfied

Interpretation: The statistics show that 54% of the respondents (Satisfied + Highly Satisfied) are satisfied with
social media as an effective tool for employee engagement, which means most organizations effectively utilize
digital mediato engage their employees. Yet, 20% are Neutral, which implies some employees might not notice
amajor difference. At the same time, 26% (Dissatisfied + Highly Dissatisfied) are dissatisfied, which indicates
where the organization can improve. This emphasizes that although social media is important in employee
engagement, organizations need to streamline their strategies to maximize its effectiveness and mitigate issues.
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3.

How do employees respond to the use to
social

>

B Highly positive ~ B Positive ™ Neutral ™ Negative ™ Highly

Interpretation: The statistics show that 56% of staff (Satisfied + Highly Satisfied) react favorably to social media
use for engagement, indicating that it is a successful tool for interaction and communication. 16% are Neutral,
meaning that some staff do not notice a dramatic difference. On the other hand, 28% (Dissatisfied + Highly
Dissatisfied) are dissatisfied, meaning that some engagement efforts need to be improved. This indicates that
although social media is widely accepted, organizations need to improve their strategy to optimize employee
satisfaction and engagement.

How effective do you find social media in
attracting

<

® Verv B Effective ™ Neutral ® |neffective ®  Verv

Interpretation: The information shows that 52% of the respondents view social media as very effective in
recruiting potential candidates, and 40% view it as effective, indicating a high positive attitude towards its
effectiveness in recruitment. 30% are neutral, indicating that some HR professionals observe mixed outcomes
or rely on other recruitment strategies. 4% only view it as ineffective, and a negligible 0% view it as very
ineffective. This indicates that social mediaisavery prized recruitment tool, although some organizations might
still struggle to tap into its full potential.
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Results and Discussion

Presentation of Data

The findings of the survey reveal that 80% of HR professionals employ social media websites in their
hiring process, and the most commonly used website is LinkedIn (62%). Facebook (47%) and Twitter (35%)
were also utilized for employer branding and job advertisements.

From an employee engagement perspective, 72% of respondents said that social media had a positive
effect on internal communication and helped employees feel more engaged with the organization. Nevertheless,
48% of the respondents noted issues around how to manage privacy issues and employee information.

Interpretation of Findings

The results imply that social media is a useful recruitment tool and source of employee engagement.

LinkedIn, in specific, was found to be the best platform for discovering skilled candidates, evidencing the
hypothesis that social media improves HR processes.
Yet the study also uncovered constraints. Several HR professionals mentioned privacy breaches and
discriminatory algorithms in hiring, mirroring issues that had been mentioned in the literature review. In
addition, as social media enhanced worker engagement, it also caused information overload in certain
organizations, affecting productivity.

Critical Analysis

One limitation of the study is its reliance on self-reported data from HR professionals, which may introduce bias.
Furthermore, the study focuses primarily on medium to large-sized organizations, limiting the generalizability
of the results to smaller businesses.

Conclusion and Future Scope

This research identifies the growing influence of social media in Human Resource (HR) practice,
specifically recruitment and employee engagement. Social media websites offer HR professionals strong tools
to boost recruitment through expanded candidate pools, enhanced candidate screening, and lower time to hire.
Moreover, social media allows immediate communication with employees, and HR departments can use this to
communicate with the workforce, post organizational news, and encourage a diverse workplace culture. Sites
such as LinkedIn, Twitter, and Facebook have revolutionized conventional HR practices, making them more
interactive and easier to access.

Yet, though the advantages are evident, the study also comes with certain glaring challenges that are
linked with the usage of social media in HR. Concerns over privacy are a big concern, with information posted
on social media easily obtained, questioning security of data and consent. A second challenge is the possibility
of algorithmic biases in hiring, where computers could inadvertently favor one candidate over another based on
unbalanced data or biased software. Furthermore, the sheer volume of information presented on social media
websites can contribute to information overload, and HR professionals may struggle to sort through and
prioritize important information effectively.

To address these challenges, organizations must adopt a strategic and ethical approach to social media
use in HR practices. This involves enforcing strong privacy policies, maintaining transparency in algorithmic
decision-making, and creating systems for effective information flow management. By weighing the benefits
against these risks, HR departments can leverage the full potential of social media to improve their recruitment
and employee engagement efforts while ensuring ethical practices and employee privacy.
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Future Research

Subsequent research may also investigate the long-term effects of social media use on organizational and
employee productivity. Although existing literature mostly emphasizes short-term advantages of social media,
such as better recruitment and communication, its continued effects on employees' output and overall business
performance are not sufficiently explored. Examining this factor might yield further insight into whether social
media sites promote steady growth, greater co-working, or greater distraction over the long term. It would also
be interesting to look at how the attitude of workers toward social media changes and how the change impacts
their level of productivity and engagement.

Additionally, examining the incorporation of newer and upcoming social media networks like and
Clubhouse into HR activities might give important insights into the ways in which such platforms can influence
future HR practices. With such platforms drawing a younger and more vibrant workforce, they could present
exciting opportunities for employer branding, talent engagement, and recruitment strategies. For example,
video content could make it possible for HR departments to reach more people with innovative, engaging job
postings or company culture showcases. In the same way, Clubhouse's audio format could make it possible for
interactive discussions or hiring events, opening up new avenues for HR professionals to connect with potential
employees.
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