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ABSTRACT 

 
Human Resource Management in any organization controls four aspects namely recruitment and 

selection, training and development, compensation and benefits and Industrial 

relations.Recruitment is a practice within an organization that takes on itself to identify and 

bring to the firm prospective and right candidates. The market dynamics are rapid and swift. 

Companies fail because of their misunderstanding of market needs. As the pipeline of talented 

people shrink, and the complexity of business increases, there is a clear cut battle for good talent 

in business today. The most crucial or essential function of any organization, besides, its strategy 

department is the talent acquisition function. There are various recruitment methods among 

social media that evoke enormous interest among the researchers. We must understand that 

social media is becoming a major force to reckon. The platforms are here to bring information to 

the younger generation who seem to be comfortable with the usage of computers and higher 

levels of penetration of broadband. These forces are indeed transforming modern day job 

seekers to approach social media or internet resources as their first choice for application. We 

must bear in mind that users of social media messaging platforms like Twitter, Facebook and 

LinkedIn are rapidly increasing. It would be a mistake on the part of any Human resource 

department to ignore the wide possibilities offered by these platforms for the purpose of hiring. 
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The main objective of this study was to identifythe predominant social networking websites used 

for recruitment and to provide valuable suggestions to employers in using social media for 

recruiting candidates in the I.T. Sector in Bangalore. 
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“A STUDY TO IDENTIFY THE PREDOMINANT SOCIAL NETWORKING 

WEBSITESUSED FOR RECRUITMENT IN THE I.T. INDUSTRY” 

 
INTRODUCTION 
 
Human Resource Management is critical for every organization. The function controls four 

aspects namely recruitment and selection, training and development, compensation and benefits 

and Industrial relations. Among the four as listed, the area of recruitment and selection becomes 

primary and first among the equals. The training and development needs will dramatically reduce 

when good input in terms of people are brought into the organization. Industrial relations take 

care of the legal aspects and needs of an employee, once they are legally on the payroll of an 

organization. However, as recruitment is a practice within an organization that takes on itself to 

identify and bring to the firm prospective and right candidates is a crucial role. The market 

dynamics are rapid and swift. Companies fail because of their misunderstanding of market needs 

and secondly, because of their lesser capable folk. As the pipeline of talented people shrink, and 

the complexity of business increases, there is a clear cut battle for good talent in business today. 

The most crucial or essential function of any organization, besides, its strategy department is the 

talent acquisition function. The advent of internet and one third of the entire global population is 

on the internet, makes it more compelling than ever before to pay attention. It must be borne in 

mind that talent is not freely available and there is a crunch for talent in the market.  

 

The aim of the present study is to measure the impact and usage of social media as a key 

instrument for recruitment, particularly in Information technology industry in India. There are 

various recruitment methods among social media that evoke enormous interest among the 

researchers. We must understand that social media is becoming a major force to reckon. The 
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platforms are here to bring information to the younger generation who seem to be comfortable 

with the usage of computers and higher levels of penetration of broadband. These forces are 

indeed transforming youth and modern day job seekers to approach social media or internet 

resources as their first choice for application. We must bear in mind that users of social media 

messaging platforms like Twitter, Facebook and LinkedIn are rapidly increasing. It would be a 

mistake on the part of any Human resource department to ignore the wide possibilities offered by 

these platforms for the purpose of hiring and head- hunting. 

 

REVIEW OF LITERATURE 

 

 Chamberlain, L. (2012)observed that candidates view Facebook as their 'personal 

space' and attempts to engage with them can ultimately damage an organization's 

brand. Due to the increasing use of social media, the boundaries between professional 

and private information are blurred and this raises questions over moral and ethical 

obligations. In this way, businesses must be very careful when using public, non-

professional information to support any hiring decisions .Candidates can be averse to 

being contacted through Facebook as they find it invasive. This can cause the 

candidate to develop a poor image of the organisation trying to reach them. Another 

problem is, whether, organisationshave resources to train employees as to how to 

interact with candidates. 

 

 Girard & Fallery(2011) observed thatsocial media has gradually become an 

inevitable part of interactions, networking and collaboration which improves branding 

and reputation by engaging in meaningful conversations with the right and potential 

candidates. 

 

 Clark, LA. & Roberts SJ. (2010) found that the Internet has drastically changed 

how people interact, communicate, conduct business, seek jobs, find partners and 

shop. Millions of people are using social networking sites to connect with others, and 

employers are using these sites as a source of background information on job 

applicants. Employers are making decisions as to not hire people based on the 
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information posted on social networking sites. Few employers have policies in place 

to govern when and how these online character checks should be used and how to 

ensure that the information viewed is accurate.  

 

 Parry & Tyson(2008) studied the conventional recruitment avenues such as 

newspapers, journals that are of professional nature, any other related job 

advertisements. In the course of the previous decade, there has certainly been a 

significant shift from the conventional recruitment advertisements towards online and 

internet based advertisements. These are usually called as the ‘Job Boards’ and every 

organization seeks to make the most of these job boards. They also sought to 

understand the entire context of recruitment from the angle of employers and their 

needs. The critical factors of consideration revolved around reducing costs, 

improvisation of efficiency, improved services to clients and their strategic 

orientation. Internet helped employers to broadcast at a very low cost, importantly 

instantaneously and could lay hands on enormous resumes and profiles at one go. 

 

 Ployhart (2006) states that recruitment challenges stand exacerbated when 

knowledge based work centres demand more than usual from the competencies of 

employees. These competencies operate at multiple levels right from technical, social, 

environmental and demographics. Besides an important input in terms of cultural 

competency, which decides if the employee is culturally fit within the organization. 

Organizations are scrambling for right talent to execute projects on time and meeting 

the deadlines. In the contracts, there are penal clauses that charge heavily and eat up 

in the margins of the IT companies. In order to retain their bottom lines, there must be 

conscious effort to improve upon the timelines, which is possible only through 

availability of good talent. Thus, most organizations are increasingly gravitating 

towards use of social media to source right talent pool. 

 

 
OBJECTIVES OF THE STUDY 
 

 Toidentify the predominant social networking websites used for recruitment in the I.T. 

PROTEUS JOURNAL

VOLUME 11 ISSUE 9 2020

ISSN/eISSN: 0889-6348

http://www.proteusresearch.org/     Page No: 202



Sector in Bangalore. 
 

  To provide valuable suggestions to employers in using social media for recruiting 
candidates in the I.T. Sector in Bangalore. 

 
RESEARCH METHODOLOGY 

 

Research methodology addresses the process of the research, describing how the research will be 

accomplished. 

 

Sources of Data 

Primary Data for the study was obtained through questionnaires from employers in the IT Sector. 

Secondary Data was obtained from books, research papers, magazines, journals and e-resources. 

 

Scope of the Study 

The primary data collected from respondents was evaluated and percentages calculated to 

estimate the proportion of the response for different aspects under consideration. A sample of 50 

I.T. companies with reference to Bangalore was taken as a representative for conducting the 

study. This study would focus on identifying the social networking websites used for recruitment 

in the I.T. Sector in Bangalore. 

 

Research Design 

Cross sectional survey design was used to assess the influence of social media on recruitment 

practices in organizations, particularly in Information technology sector. Recruitment practices 

have been evolving and changing. The basic idea of the research was to find the influence of 

social media on recruitment practices in selected population or representative sample from within 

a chosen population at any given point in time. Moreover, cross sectional studies also help in 

investigating associations between variables at the same time. Longitudinal data on the other 

hand is more informative and more accurate, however given the time availability and relative 

newness of the concept, cross sectional design was adopted in the study. 

 

Sampling Design 

PROTEUS JOURNAL

VOLUME 11 ISSUE 9 2020

ISSN/eISSN: 0889-6348

http://www.proteusresearch.org/     Page No: 203



To decipher the problem statement and accomplish set objectives, the study has considered the 

human resource personnel of Information technology (IT) companies in Bangalore as the 

respondents. The I.T. companies located   in Bangalore (ITPL, Manyatha Tech Park IT Global 

Village and Electronics City) was considered as the sample frame for the study. The sample size 

for the study was 450 respondents indicating a true representative of the population. The sample 

entails an empirical selection of small groups from the overall population such that the group 

stand to represent the entire population. The respondents were selected on the basis of ‘Snowball 

Sampling Technique’, where, using the word of mouth enabled to collect data from the 

respondents. The study aimed to obtain 450 responses, however, 399 responses could be secured 

which was also a true representative of the study. 

 

The formula used to determine the sample size is as follows: 

 

 

 
 

 

Where:            n = Sample size 

                                         X = Chi –square for the specified confidence level at 1 degree  

                                                Of freedom 

                                         N = Population Size 

                                         P = Population Proportion 

                                     ME =   Desired Margin of Error (expressed as a proportion) 

 

Method of Data Collection 

Collection of data was on the basis of a well-structured questionnaire on “ Employers perception 

on social media with special reference to I.T. sector in Bangalore”. The instrument included 

specific instructions for responses that preceded each section to facilitate accuracy in responses. 

The questionnaire for study comprised of five sections: Section A: Employers 

Background/Demographics – which included demographic data; Section B: data about 

n   =             X2 * N * P* (1-P) 

          (ME2 * (N-1)) + (X2 * P * (1-P)) 
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Recruitment and social media which includes sources, usage, social media recruitment ; Section 

C: Focused on usage of social media recruitment , different applications and Section D: Focused 

on non-usage of social media recruitment ; Section E : Comprises of open ended questions which 

created opportunity for respondents to bring forth challenges and concerns in the area of 

recruitment on Social media; while retaining questions voluntarily on the efficacy of existing 

conventional techniques and any other suggestions respondents feel they are inclined to share.  

 

Framework of Analysis 

The collected data was processed by means of quantitative research methods. Data were 

analyzed usingSPSS version 19 (Statistical Package for Social Sciences).Descriptive analysis 

was made by running the data through frequency and percentage (Categorical data); mean and 

standard deviation for rating scales (Continuous data). Likert scale was used in this study. In this 

scale, the respondent agrees or disagrees with the favourable or unfavourable statements 

manipulated by attitudes towards an object. It scores an object or property without making direct 

comparison to the object or other property. Likert scale is believed to be very flexible and 

produces large data required to analyse precisely. The scale uses 5-point for measurement that is 

balanced, forced, multiple choice, single response, numerical with verbal labels such as strongly 

agree to strongly disagree. 

 
ANALYSIS & INTERPRETATION 
 
 
Table 1 :Extent of usage of various sources of recruitment in the organization 

 
Items No Extent Very 

Little 
Extent 

Some 
Extent 

Considerable 
Extent 

Very 
Great 
Extent 

N % N % N % N % N % 

Employee Referrals 11 2.8 16 4.0 92 23.1 167 41.9 113 28.3 

Advertisement in 
local/national papers 

57 14.3 100 25.1 82 20.6 104 26.1 56 14.0 
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Professional bodies 12 3.0 46 11.5 123 30.8 147 36.8 71 17.8 

Recruitment 
consultants 

20 5.0 30 7.5 116 29.1 125 31.3 108 27.1 

Campus Recruitment 16 4.0 17 4.3 66 16.5 131 32.8 169 42.4 

Contractors 38 9.5 53 13.3 145 36.3 108 27.1 55 13.8 

Walk-in 37 9.3 55 13.8 79 19.8 100 25.1 128 32.1 

Poaching 92 23.1 119 29.8 100 25.1 54 13.5 34 8.5 

Head Hunting 43 10.8 94 23.6 152 38.1 76 19.0 34 8.5 

Online Job Portals 11 2.8 38 9.5 88 22.1 129 32.3 133 33.3 

Social Media 
Recruitment 

45 11.3 69 17.3 121 30.3 83 20.8 81 20.3 

 

 

Table 1 reveals the respondents’ opinion on usage of various sources of recruitment. It can be 

noted that, 41.9% of the respondents use employee referral for a considerable extent followed by 

28.3% to a very great extent, 23.1% to some extent, 4% to a very little extent and 2.8% do not 

use it at all. 

 

From the table it can reported that, 26.1% expressed their opinion on advertisement in local and 

national papers for recruitment as considerable extent whereas 25.1% to very little extent, 20.6% 

to some extent, 14.3% to no extent and 14% to a very great extent. 

 

 The table infers that, recruitment through professional bodies are done to a considerable extent 

with 36.8% followed by 30.8% to some extent, 17.8% to a very great extent, 11.5% to very little 

extent and 3% to no extent. 
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From the table, we can propose that, 31.3% of the respondents say they recruit candidates 

through consultancies whereas 29.1% to some extent, 27.1% to a very great extent, 7.5% to little 

extent and 5% to no extent.   

 

With regard to campus recruitment, 42.4% use it to a very great extent, 32.8% use it to a 

considerable extent, and 16.5 % to some extent, 4.3% to a very little extent and 4% are not using 

campus recruitment. 

 

It is confirmed from the table that, 36.3% of recruiters to some extent use contractors whereas 

27.1% use them to a considerable extent, 13.8% to a very great extent, 13.3% to very little extent 

and 9.5% do not use contractors when there is a vacancy and in need of recruitment. 

 

With regard to the statement ‘walk-in’ as a source for recruitment, 32.1% expressed their opinion 

to a very great extent, 25.1% to a considerable extent, 19.8% to some extent, 13.8% to very little 

extent and 9.3% do not prefer the same. 

 

The table depicts that, 29.8% use poaching as the preferred source of recruitment only to a very 

little extent, 25.1% to some extent, 23.1% to no extent, 13.5 % to considerable extent and 8.5% 

to a very great extent. 

 

It can be observed from the table that, 38.1% and 23.6% expressed their opinion as some extent 

and very little extent for adopting head hunting as the method for recruiting candidates, whereas 

19% expressed their view to a considerable extent, 10.8% to no extent and 8.5% to a very great 

extent for the same. 

 

From the simple percentage table one can interpret that 33.3% and 32.3% use online job portals 

to a very great extent and considerable extent for recruitment followed by 22.1%, 9.5% and 2.8% 

as some extent, very little extent and no extent respectively. 
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With regard to social media as a means for recruiting candidates, 30.3% said as some extent, 

20.8% to a considerable extent, 20.3% to a very great extent, 17.3% to very little extent and 

11.3% as no extent. 

 

Table 2: Social networking websites used for recruitment 
 
 

Social networking 
websites 

Mean Std. Deviation 

LinkedIn 4.30 1.068 

Face book 3.25 1.268 

Twitter 2.95 1.289 

Flick 2.61 1.329 

Google+ 2.80 1.517 

Whats App 3.10 1.381 

 

 

With regard to the social networking websites used for recruitment, LinkedIn had the highest 

mean score of 4.3 followed by Facebook (mean= 3.25), Whats App (mean= 3.1), Twitter (mean= 

2.95), Google+ (mean= 2.8) and Flick (mean=2.61). The standard deviation ranged between 

1.068 to 1.517. 

 
FINDINGS & SUGGESTIONS 

 
Descriptive statistics showed campus recruitment followed by employee referrals as the major 

source for recruiting candidates. Campus recruitment may be preferred as freshers’ may tend to 

prove themselves and may stay in the organization for a longer period of time in the 

organization. The reason behind recruitment through employee referral may be that references 

would bring people who may have similar interests and trust like the existing employee. 

Presently, India stands to bag a heavy dividend on the demography. The statistics show, more 

than forty percent of the Indian population are below the age of thirty. For the very first time in 

many centuries, we have never been as a young nation as we are today. Hence concentrating our 
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efforts on the younger population is, but, a natural trend. Campus recruitment focuses on 

candidates who have just graduated from college. They can be classified as digital natives and 

are born when other media were born and grew together. 

 

LinkedIn was found to be the preferred social networking site by respondents followed by 

What’s app and Facebook. This infers that people use what’s app to a large extent as it is 

available in their mobile and more user friendly for chatting. Linked In might be used for official 

purpose and Facebook for posting and social interaction. Findings showed that social networking 

was used more for communicating with friends and family members. This may be the reason for 

greater usage of what’s app and Linked In. 

 

Based on the findings in the study, the following are the suggestions foremployers in using social 

media for recruiting candidates in the I.T. Sector in Bangalore: 

 

 Organizations must be convinced that the age of internet is here to stay and hence 

adoption of technology is a must, if they would want to use the scale, speed, cost 

efficiency and accuracy. (Information Technology). 

 

 Social media recruitment (SMR) has been well tested in the earlier studies, in different 

geographies amidst various contexts. Hence organizations must try to leverage the 

advantages provided by the new channel for recruitment. 

 

 Organizations must refrain from considering social media as a hindrance to work but 

should view it as a positive means of informal knowledge sharing. 

 

 Results highlighted that, respondents using social media for recruitment prefer LinkedIn 

followed by Facebook. This suggests that recruiters preferring social media as a source 

may use LinkedIn for posting their job advertisements. 

 

 Organizations must focus more on promoting and aiding the internal referral mechanism 

and subsequently also promoting the use of social media as a tool for information 

sharing of prospective candidates for jobs.  
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CONCLUSION 

 

The age of globalization brings opportunity and challenges alike. Globalization has various 

phases, though it is still in the phase of evolution. Firstly, there is an exchange of goods and 

services where globalization is visible. Secondly, we can see it in the transfusion of capital 

across countries. Thirdly, globalization manifests as movement of people from their parent 

nations to other countries in search of better opportunities that match their skill sets. An 

important aspect of globalization is the advancement and application of technology. Technology 

has been extremely catalytic in promoting the idea of globalization in the most uncertain terms. It 

has delivered possibilities that were non-existent. When we talk of the information technology 

revolution in the past decade, we must bear in mind; we are talking of a revolution that just 

appears once in one’s life time. And this seems to be the wave so powerful after the Industrial 

revolution that’s taking people places. The central theme of our study lies in the disruptive 

manifestation of technology and the immense possibilities it has shown this generation.The 

usage of social media is high among the recruiters, among which LinkedIn,whatsapp and 

facebook were used predominantly. 
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