International Journal of Finance, Economics, and Management Studies = b

ISSN: 3108-0030 | Volume 2 Issue 2, 42-46, April-June 2026 SChOlaSth
DOI: https://doi.org/10.64137/31080030/IJFEMS-V212P104 v/ Research Publication
Received: 08/03/2026 Revised: 06/04/2026 Accepted: 15/04/2026 Published: 20/04/2026

[ Original Article ]

A Study on How Social Media Makes the Recruitment
Process Easy and Effective in Trichy District

1 MS. R. PRIYANKA, 2MS. MU.KA.KANYA
! Assistant Professor, Department of Management Studies, EGS Pillay Engineering College, Nagapattinam, Tamilnadu, India.
2MBA Student, Department of Management Studies, EGS Pillay Engineering College, Nagapattinam, Tamilnadu, India.

ABSTRACT: This paper examines how social media platforms simplify and enhance employee recruitment. Networks such as
LinkedIn, Facebook, and Instagram enable organizations to reach a large pool of applicants both active and passive job
seekers within a short time frame. By facilitating rapid communication and streamlined application processes, social media
reduces recruitment costs and time. Moreover, it supports employer branding and assists organizations in identifying qualified
candidates, thereby making the recruitment process more efficient and effective.
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1. INTRODUCTION

Recruitment has changed a lot over the years, especially with the rise of technology. It is the process of finding and selecting
the right people to fill job vacancies, and it plays a key role in helping organizations grow. Earlier, recruitment was slow,
costly, and limited to local areas. Companies advertised in newspapers, and candidates had to send resumes by post, which
took time and money.

With the arrival of the internet, online job portals made recruitment faster, but they still lacked personal interaction. The real
change came with social media platforms like LinkedIn, Facebook, Instagram, and Twitter. These platforms allow two-way
communication between recruiters and candidates, making the process more interactive and effective. Recruiters can post job
openings instantly, and candidates can apply directly using their profiles, which already show their education, skills, and
achievements.

Social media also helps companies build their employer brand by showcasing their culture, values, and success stories. This
attracts skilled candidates and gives job seekers a chance to learn about the company before applying. Recruitment becomes
easier because communication is quick, applications are simple, and candidate information is easily accessible. It also becomes
more effective because recruiters can evaluate skills, interests, and even personality traits from social media activity.

Another advantage is that social media reaches both active job seekers and passive candidates who may not be looking but are
open to opportunities. Targeted ads based on skills and location further expand the talent pool. In today’s competitive world,
organizations prefer these smarter methods over traditional techniques. However, companies must use social media
responsibly, ensuring fairness, professionalism, and respect for candidate privacy.

2. NEED FOR THE STUDY

Social media provides faster communication and reduces recruitment time.

Platforms like LinkedIn, Facebook, and Instagram help in wider access to candidates.
Recruitment through social media is cost-effective compared to conventional methods.
It strengthens employer branding and attracts high-quality applicants.

Social media allows recruiters to engage with both active and passive job seekers.
Candidates can showcase their skills, achievements, and professional qualities directly.

3. RESEARCH GAP

Although social media recruitment is widely studied at global and national levels, limited research exists in semi-urban and
district contexts like Trichy. Most studies focus on single aspects such as employer branding or cost reduction, rather than an
integrated analysis. There is little research on the combined impact of features like targeted ads, candidate evaluation, and
digital communication tools. This study fills the gap by providing a comprehensive, region-specific analysis of social media
recruitment in Trichy District.
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4. OBJECTIVES

To identify the benefits of using social media for hiring.”

To examine how social media content influences hiring decisions.

To assess how social media enhances transparency in the hiring process.”

To compare the effectiveness of media recruitment with conventional methods.

To find out which social media sites are most frequently used by company for recruiting and talent acquisition.

5. LIMITATIONS OF THE STUDY

The study is limited to Trichy District and may not represent other regions.

The sample size is restricted to 150 respondents, which may not fully capture wider trends.

Focus is mainly on LinkedIn, Facebook, and Instagram, excluding other platforms.

The results reflect the perceptions of HR professionals, employees, and job seekers, which may not fully align with
actual organizational outcomes.

Social media recruitment is evolving, so findings may change with future technological developments

6. RESEARCH METHODOLOGY
6.1. RESEARCH DESIGN
Descriptive research design was adopted to study the role of social media in recruitment.

6.2. DATA SOURCE
Primary data collected through a structured questionnaire distributed among respondents in Trichy District.

6.3. SAMPLE SIZE
150 respondents, including HR professionals, employees, and job seekers.

6.4. SAMPLING METHOD
Simple random sampling was used to select participants.

6.5. DATA ANALYSIS TOOLS
Statistical tools such as

Percentage Analysis,

Correlation,

Regression, And

Chi-Square Tests were applied to interpret the data.

7. REVIEW OF LITERATURE

Lenasri & Shekhar (2025) Social media has transformed the process of recruitment by making the whole procedure
faster and cost-effective. Moreover, it involves more individuals than traditional means (newspaper advertising or job
portals). LinkedIn is considered the best channel for recruitment. In addition, Artificial Intelligence can be
implemented to make recruitment processes efficient; however, such tools face a lot of challenges including loss of
privacy, biases, and ethical implications.

Ruparel et al (2023) Advantages of social media include reduced recruitment time, increased diversity, higher
candidate engagement, and expanded talent pool. LinkedIn is recommended for professional positions, while
Facebook and Instagram suit those positions that require creativity.

Lesenyego (2023) According to the research, social media facilitate the candidate selection process due to their wide
reach and quick resume screening. Among major impacts are improved retention due to good fit and cost-
effectiveness. Potential challenges included issues related to privacy and lack of skills.

Kumari, P., & Sharma, K. (2021) The paper describes how social media recruitment can speed up the hiring process
and allows recruiters to target their search better. In contrast to conventional hiring, where it takes a lot of time to
screen candidates, on social media platforms, this process is accelerated. The authors prove that digital recruiting can
be quite effective and economical for businesses.

Smith, E.A.M., & Jones, J.R. (2020) The paper describes how social media platforms help in creating a positive image
about a company as an employer and allows a business to humanize its recruiting processes by engaging with
candidates directly.
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8. DATA ANALYSIS AND INTERPRETATION

8.1. CORRELATION ANALYSIS

Correlation analysis is used to measure the strength and direction of the relationship between variables. In this study,
correlation analysis examines the relationship between social media usage and outcomes such as time reduction, candidate fit,
employer branding, and recruitment effectiveness. The results indicate a positive correlation, meaning that increased use of
social media platforms is associated with faster recruitment, better cultural and skill fit, and stronger employer branding. This
analysis highlights that social media adoption is closely linked with improved recruitment efficiency and effectiveness.

HYPOTHESIS

NULL HYPOTHESIS: There is no significant relationship between social media reducing recruitment time and filling
vacancies faster.

ALTERNATIVE HYPOTHESIS: There is significance relationship between social reduce time and fill vacancy shorter using
social media

TABLE 1 Descriptive Statistics of Social Media Usage and Its Impact on Time Reduction and Vaccancy Filling
Descriptive Statistics

N Minimum | Maximum | Mean | Std. Deviation
social media reduces time 150 | 4 5 450 | .502
fill vaccancy shorter using social media | 150 | 2 5 3.85 | .766
Valid N (listwise) 150

TABLE 2 Correlation between Social Media Time Reduction and Faster VVacancy Filling Through Social Media

Correlation

social media reduces fill vaccancy shorter using
time socialmedia
social media reduces time Pearson 1 -.044
Correlation
Sig. (2-tailed) .596
N 150 150
fill vaccancy shorter using Pearson -.044 1
socialmedia Correlation
Sig. (2-tailed) .596
N 150 150

Interpretation: Correlation analysis was used to measure the strength and direction of relationships between variables such as
social media usage, time reduction, candidate fit, employer branding, and recruitment effectiveness.

Result: The findings suggest a weak and statistically insignificant correlation, indicating that while respondents perceive social
media as reducing recruitment time, the statistical relationship is minimal.

8.2. CHI-SQUARE TEST

Chi-Square analysis is used to test the association between categorical variables. In this study, Chi-Square tests were applied to
examine the relationship between demographic factors (age, gender, occupation, work experience) and perceptions of social
media recruitment effectiveness. The results show significant associations, indicating that perceptions vary across groups. For
example, HR professionals were more likely to agree that social media strengthens employer branding, while freshers strongly
agreed that social media reduces recruitment time. This analysis confirms that demographic characteristics influence how
respondents view the role of social media in recruitment.

NULL HYPOTHESIS: There is no significance relationship between Work experience of the respondent and better cultural
and skill fit for organization

ALTERNATIVE HYPOTHESIS: There is significance relationship between Work experience of the respondent and better
cultural and skill fit for organization

TABLE 3 Crosstabulation between Respondents’ Work Experience and Perception of Better Cultural and Skill Fit for the
Organization

Work Experience Of The Respondent * Better Cultural And Skill Fit For Organization

Crosstabulation

better cultural and skill fit for organization | Total
disagree | neutral | agree | strongly agree
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work experience of the respondent | Fresher 18 20 23 2 63
0-2 years 11 15 13 0 39
3-5 years 9 12 12 0 33
Above 5 years | 3 5 7 0 15

Total 41 52 55 2 150

Interpretation: Chi-Square tests were applied to assess associations between categorical variables such as age, gender,
occupation, and work experience with perceptions of social media recruitment effectiveness.

Result: The Chi-Square results were significant (p < 0.05), indicating that demographic factors influence perceptions. For
example, HR professionals were more likely to agree that social media strengthens employer branding, while freshers strongly
agreed that social media reduces recruitment time. This shows that attitudes toward social media recruitment vary across
demographic groups.

TABLE 4 Chi-Square Test Analysis of Work Experience and Cultural & Skill Fit for the Organization

Chi-Square Tests

Value | df | Asymp. Sig. (2-sided)
Pearson Chi-Square 3.9842 | 9 | .912
Likelihood Ratio 4692 |9 | .860
Linear-by-Linear Association | .038 1 | .846
N of Valid Cases 150

8.3. REGRESSION

Regression analysis is used to determine the impact of independent variables on a dependent variable. In this study, regression
analysis is applied to assess the effect of various factors such as age, gender, work experience, occupation, employer branding,
communication ease, candidate engagement, and social media usage patterns on the effectiveness of recruitment through social
media. The objective is to identify the most significant factors influencing recruitment outcomes and to measure the extent of
their impact. This analysis provides a deeper understanding of how demographic and organizational variables contribute to
recruitment success and helps in predicting the effectiveness of social media as a recruitment tool in Trichy District.

TABLE 5 Descriptive Statistics of Job Hunting Benefits and Combined Media Recruitment Outcomes
Descriptive Statistics

Mean | Std. Deviation | N
job hunting provides clear benefits 3.79 | .892 150
combining media and conventional better outcome | 3.89 | .949 150

TABLE 6 Correlation between Job Hunting Benefits and Combined Media & Conventional Methods Outcome

Correlations

job hunting provides combining media and conventional
clear benefits better outcome
Pearson job hunting provides clear benefits 1.000 085
Correlation combining media and conventional 085 1.000
better outcome
Sig. (1-tailed) job hunting provides clear benefits 151
combining media and conventional 151
better outcome
N job hunting provides clear benefits 150 150
combining media and conventional 150 150
better outcome

TABLE 7 ANOVA?

Model Sum of Squares | df | Mean Square | F Sig.
1 | Regression | .851 1 .851 1.070 | .303°
Residual 117.742 148 | .796
Total 118.593 149

a. Dependent Variable: job hunting provides clear benefits
b.  Predictors: (Constant), combining media and conventional better outcome
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Interpretation: Regression analysis was conducted to examine how independent variables such as age, gender, work
experience, occupation, employer branding, communication ease, and candidate engagement influence the dependent variable,
effectiveness of recruitment through social media.

Result: The regression model was statistically significant (p < 0.05), showing that factors like social media reducing
recruitment time, strengthening employer branding, and improving communication are strong predictors of recruitment
effectiveness. The R? value indicates that a substantial portion of recruitment effectiveness is explained by these variables,
confirming that social media plays a decisive role in modern hiring.

9. FINDINGS

The study reveals that social media has become a transformative force in recruitment practices within Trichy District. The
demographic analysis shows that the majority of respondents are young adults between 26-35 years, with a large proportion
being freshers entering the job market. Female respondents contributed more to the survey, indicating their active participation
in social media recruitment platforms. The occupational distribution was fairly balanced among HR professionals, job seekers,
and employees, ensuring diverse perspectives. The findings indicate that most respondents strongly agree that social media
reduces recruitment time, making the process faster and more efficient. Employer branding emerged as a key factor, with many
respondents acknowledging that social media helps organizations attract high-quality applicants. Recruiters can also assess
qualities such as emotional intelligence, maturity, and leadership through candidates’ online presence. However, concerns were
raised regarding bias, fake achievements, and inappropriate content, which can sometimes lead to wrong hiring decisions.
Overall, the statistical analysis confirms that social media significantly influences recruitment outcomes, with time efficiency,
employer branding, and digital interaction being the most impactful factors.

9.1. SUGGESTIONS

Based on the findings, it is recommended that organizations adopt recruitment strategies that leverage the strengths of social
media while addressing its challenges. Companies should actively build their employer brand by showcasing culture, values,
and employee experiences through engaging social media content. Recruiters should maintain ethical standards and
impartiality, ensuring respect for privacy and fairness in recruitment decisions. Candidates should be encouraged to maintain
professional online profiles, as inappropriate or misleading content can negatively affect their chances of selection.
Organizations can integrate Al and analytics tools with social media platforms to improve efficiency in screening applicants,
but they must be cautious to avoid ethical pitfalls such as bias or invasion of privacy. Furthermore, firms should provide clear
information about job roles, salary, and benefits online to build transparency and trust among applicants. By combining
technology with responsible practices, recruitment can become both efficient and fair, ultimately attracting top talent.

10. CONCLUSION

The present study examined how social media makes recruitment easy and effective in Trichy District and identified the key
factors influencing hiring practices. The findings indicate that social media has revolutionized recruitment by reducing time,
lowering costs, and widening the talent pool. Platforms such as LinkedIn, Facebook, and Instagram enable recruiters to engage
with both active and passive candidates, while also strengthening employer branding. Respondents acknowledged that social
media helps in evaluating candidates beyond resumes, offering insights into their skills, maturity, and professional
achievements. At the same time, challenges such as bias, fake content, and privacy concerns remain significant. The statistical
analysis confirms that social media has a positive and significant impact on recruitment effectiveness, with employer branding
and digital interaction emerging as dominant factors. In conclusion, social media is not just a supportive tool but a necessity in
modern recruitment, offering organizations an opportunity to attract, engage, and retain the right candidates if used ethically
and strategically.
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