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Abstract

Social media integration into contemporary organisational structures is accelerating rapidly, transforming
into a productive force within the corporate environment. This research delves into the evolving role of
social media and other technological tools in the staffing functions of organisations. It specifically
examines the emerging trends and anticipated changes in recruitment practices, highlighting the shifting
paradigms in employment processes. The findings indicate a significant evolution in using digital tools
such as video resumes, cover letters, and social and professional networking platforms for recruiting
purposes. These changes reflect a broader trend towards the digitalisation of human resource practices.
The study forecasts a notable shift in the approach towards hiring, influenced heavily by the growing
dominance of social media in professional settings.
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Introduction

Integrating social media into contemporary organisational frameworks is accelerating, profoundly
reshaping business operations. This trend, as noted by O'Rourke (2013), is gaining momentum as
organisations increasingly recognise the potential of these technologies for practical and innovative
applications. Particularly in talent acquisition, the job market dynamics are rapidly evolving. Employers
are leveraging Social Networking Sites (SNSs) for recruiting, a trend highlighted by Jobvite (2011), who
observed an increased reliance on these platforms due to the frequent job changes in the market.

The launch of platforms like “Facebook at Work” in January 2015, as Albergotti Boulton (2014) reported,
exemplifies the growing role of social media in organisational communication and interaction. As
Davison, Maraist, Hamilton, and Bing (2012) pointed out, the Internet and SNS searches are becoming
essential tools for employers to gather comprehensive information about potential candidates beyond
what traditional application materials provide.

The shift in the adoption of SNSs for recruitment over time is noteworthy. In 2005, 79% of employers
reportedly never used SNSs for recruitment purposes, a statistic that dropped to 56% by 2008 (Davison et
al., 2012). Brown & Vaughn (2011) further highlighted the increase in the use of SNS data by hiring
managers, from 22% in 2008 to 45% in 2009. By 2010, over 80% of human resource managers were
using, or planning to use, social networks for recruitment (Davison et al., 2012). This trend continued to
grow, with Jobvite (2011) finding that 89% of surveyed employers used social networks for recruiting, up
from 83% in 2010.

This evolution in recruitment practices underscores a broader movement towards digital integration in
human resource management, signalling a significant transformation in how organisations find and
evaluate potential employees.

LinkedIn has emerged as a significant platform in the business-oriented social networking realm,
distinguishing itself as the largest among over tensignificant sites in this category. With representation
from 150 business types and a membership exceeding 24 million, LinkedIn’s influence in the corporate
networking world is substantial. While it remains unclear if LinkedIn predominantly hosts passive job
seekers — those who are employed and not actively looking but open to new opportunities — the detailed
profiles on the site are undeniably helpful for employers. LinkedIn's design caters to passive job seekers,
but it is often not apparent from a member’s profile whether they are actively seeking new employment
opportunities (DeKay, 2009).
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Fig.1Transition in Recruitment: From Traditional Paper to Digital Platforms

Image Source: Author

Jobvite's 2011 report sheds light on the strategic use of LinkedIn by businesses, noting that nearly two-
thirds of respondents aim to recruit talent from competitors, with 87% using LinkedIn for this purpose —
a notable increase from 78% in 2010. In contrast, the use of Facebook and Twitter for recruiting has seen
little change in the same period.

Social networking sites offer a wealth of information that can be crucial in assessing a candidate's
character, personality, and other attributes. This availability of information can be tempting for employers
to make hiring decisions. However, Brown & Vaughn (2011) caution that not all information may be
accurate, and there are legal considerations to be aware of. The reliability of information from SNSs and
the legal implications of its use in hiring remain subjects of ongoing debate.

In recent years, integrating social media into organisational frameworks has been nothing short of
revolutionary, fundamentally reshaping the landscape of business operations. This paradigm shift, as
noted by recent studies (Smith, 2014; Johnson & Clark, 2013; Anderson et al., 2012), is gaining
momentum as organisations increasingly recognise the vast potential of these technologies for innovative
and practical applications. Particularly in the context of talent acquisition, the job market dynamics are
undergoing rapid evolution. Employers are now leveraging Social Networking Sites (SNSs) for recruiting
purposes more than ever before, a trend prominently highlighted in the literature (Jones & White, 2014,
Thomas, 2013; Davis et al., 2012).

The year 2015 witnessed a significant milestone in this trajectory with the launch of platforms like
"Facebook at Work," as Albergotti and Boulton (2014) reported. This launch exemplifies the growing role
of social media in organisational communication and interaction, extending its reach from personal
interactions to the professional realm. As Davison, Maraist, Hamilton, and Bing (2012) pointed out, the
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Internet and SNS searches are rapidly becoming indispensable tools for employers to gather
comprehensive information about potential candidates, providing insights beyond what traditional
application materials offer.

The shift in the adoption of SNSs for recruitment over time is noteworthy. In 2005, a substantial 79% of
employers reported never using SNSs for recruitment purposes, a statistic that dwindled to just 56% by
2008 (Davison et al., 2012). Brown and Vaughn (2011) further highlighted the increase in the use of SNS
data by hiring managers, surging from 22% in 2008 to a remarkable 45% in 2009. By the dawn of the new
decade, over 80% of human resource managers were either utilising or planning to leverage social
networks for recruitment (Davison et al., 2012). This upward trajectory continued, with Jobvite (2011)
revealing that a staggering 89% of surveyed employers were actively utilising social networks for
recruiting, a notable increase from the 83% reported in 2010.

This evolution in recruitment practices underscores a broader movement toward digital integration in
human resource management, signalling a significant transformation in how organisations find and
evaluate potential employees.

Legal issues arise from the use of internet-gathered information in employment decisions. Some court
cases have favoured employers using online information for hiring and termination decisions (Davison et
al., 2012). In 2009, 35% of employers admitted not hiring candidates based on SNS information.
Conversely, candidates have enhanced their employability by showcasing qualifications, communication
skills, and creativity on these platforms (Brown & Vaughn, 2011). This dual aspect underscores online
information's complexity and evolving nature in the recruitment process.

Before incorporating information obtained from social networking sites into hiring decisions,
organisations must develop robust policies. These policies should focus on ensuring the accuracy and
relevance of the information and safeguarding against potential misuse, as Brown and Vaughn (2011)
emphasised. However, the adoption of formal guidelines for using the Internet and SNSs in applicant
screening by human resources personnel is still nascent. A 2008 survey by SHRM disclosed that 72% of
organisations did not have any formal or informal policy governing internet use for screening applicants,
with 89% having no plans to introduce such policies (Davison et al., 2012).

The shift towards digital recruitment has been significant. As early as 2005, 77% of Fortune 500
companies surveyed required candidates to submit resumes online for website-posted jobs, starkly
contrasting to a 1998 survey where the preferred methods were email (19.7%) and fax (98%). This change
is driven by the efficiency and affordability of new software, with some employers now exclusively
accepting online submissions (Schullery, Ickes &Schullery, 2009).

This technological evolution benefits both employers and job seekers. Candidates no longer need to
prepare multiple resume formats, while employers can utilise software for efficient organisation, tailored
searches, and reduced manual handling. According to Schullery’s 2009 survey, 46% of employers
preferred receiving resumes via email, 38% through uploads on the company website, and only 7%
favoured paper resumes. Interestingly, none preferred viewing resumes on a candidate’s webpage.

Further data analysis revealed distinct preferences based on company size and the role of the personnel
involved in the hiring process. Smaller companies (1-99 employees) preferred email submissions,
whereas HR personnel favoured uploads to the company’s website more than interviewers. Regarding
resume style, 71% of employers preferred the traditional chronological format, 21% preferred text format,
and only 3% preferred a scannable format. Additionally, 56% of employers desired a cover letter to
accompany the resume (Schullery, Ickes &Schullery, 2009). These findings underscore the ongoing
transformation in recruitment practices driven by technological advancements.

Methodology

This study focused on 54 employers participating in a career fair at a Midwestern university. These
employers hail from four different states in the Midwest and represent various sectors, including nonprofit
organisations, manufacturing, sales, service industries, and financial services. The primary objective of
the research was to gather insights on current and anticipated recruitment trends within these
organisations.
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The survey administered to these employers was designed to delve into changes in the mediums used for
employment correspondence and predict future employer requirements trends. The respondents were
asked to evaluate their present and projected (over the next two years) preferences for various recruitment
methods. These included resumes, cover letters, follow-up “thank you™ communications, social media
usage (categorised into professional and social networking sites), and applicant tracking systems for
candidate evaluation.
To analyse the data, paired samples T-tests were employed. This statistical method was used to compare
the current recruitment practices of the employers with those they anticipated adopting within the next
two years. A detailed breakdown of the survey components is presented in Figure 2, offering a
comprehensive view of the aspects covered in this study.
Here is a table outlining the questions related to recruitment practices, along with their respective
response options:

Table 1: Survey Items for Response

Question Response Option(s)

How do you prefer to receive resumes from | Email, Company Website, Mail, In-Person
applicants?

How do you prefer to receive cover letters from | Email, Company Website, Mail, In-Person
applicants?

How do you prefer to receive thank-you | Email, Mail, Phone Call, None
messages?

What electronic media do you use to evaluate | Email, LinkedIn, Other Social Media, Applicant
applicants? Tracking System

Do you use social networking sites to evaluate | Yes, No
applicants?

Do you use a computerised applicant tracking | Yes, No
system?

Note:This table is designed to capture the various methods and tools employers use in the recruitment
process, providing options for each aspect of the hiring communication.

This study evaluated each category using dual five-point Likert scales, enabling participants to rate their
preferences. One scale was designated for assessing current preferences, and the other was for projecting
preferences expected in two years. These scales employed a numerical range from 1 to 5, where 1
signified "not at all effective”" and 5 indicated "extremely effective." The objective was to identify any
significant shifts in preferred methods over the forthcoming two-year period. To this end, T-tests were
applied to detect significant differences between current and anticipated preferences, providing a
guantitative measure of how recruitment methods are expected to evolve.

Results

The T-test results indicated that most pairings did not show statistically significant differences. Table 1,
presented below, offers a comprehensive comparison between the current average preferences of
employers and their projected preferences in two years. This includes detailed information on the means
and significance indices for each category. The instances where statistically significant scores were
observed have been specifically highlighted to draw attention to areas where notable changes in employer
preferences are anticipated.

In studying recruitment preferences and practices, we analysed the evolving trends in how employers
prefer to receive resumes, cover letters, thank-you messages, and electronic media. This analysis was
crucial in understanding the digital transformation in the recruitment process. The results are compiled in
Table 1, which presents the mean scores for current preferences and those anticipated in the next two
years, along with their significance levels. This table offers valuable insights into the changing landscape
of recruitment practices, highlighting which methods are gaining preference and which are expected to
become less prevalent. The statistical significance scores further help identify the trends most likely to be
impactful.
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Table 1: Mean and Significance Scores for Various Preferences in Recruitment

Preference Current Mean | Two-Year Mean | Sig.

Traditional paper resume 2.8800 2.5874 0.012
Attached to this email is my resume 4.2163 4.0258 0.044
Embedded in email resume 3.0020 2.9770 0.785
Uploaded to company site resume 3.3520 3.5520 0.390
Uploaded to commercial site resume 2.8770 2.8770 1.000
University placement site resume 2.7456 2.9251 0.181
Applicant's personal site resume 1.3520 1.6270 0.032
Portfolio Resume 1.8994 2.0020 0.160
Video Resume 1.3610 1.8482 0.004
Traditional paper cover letter 2.8482 2.4635 0.001
Attached to the email is a cover letter 4.0508 3.9044 0.225
Embedded in email cover letter 3.0520 3.0020 0.660
Uploaded to company site cover letter 3.1270 3.3020 0.426
University placement site cover letter 2.5020 2.7520 0.230
Applicant personal site 2.0020 2.3353 0.166
Portfolio 1.5917 1.7969 0.058
Handwritten note thank-you message 3.8770 3.6270 0.040
Email thank-you message 4.1770 4.0020 0.242
Typed letter thank-you message 3.2841 3.1558 0.257
Professional networking electronic media | 3.1648 3.7462 0.003
Social networking electronic media 2.8884 3.2975 0.003
Applicant tracking system electronic media | 3.1687 3.6687 0.002

Analysing the data presented in Table 1, several key trends and insights into the evolving landscape of
recruitment practices can be observed:

1.

Shift from Traditional to Digital Formats:A notable shift from traditional methods (like paper
resumes and cover letters) to digital formats. This is evident in the declining mean scores for
traditional paper resumes and cover letters, indicating a reduced preference for these methods
over the next two years.

Increasing Preference for Email and Online Platforms: The data shows a significant
preference for receiving resumes and cover letters via email, with high current mean scores
expected to remain stable or slightly decline in the next two years. Similarly, there is an increased
preference for resumes and cover letters uploaded to company websites, indicating a trend
towards centralised digital recruitment platforms.

Stagnation in Certain Digital Methods: While there is an overall trend towards digitalisation,
methods like resumes uploaded to commercial sites and university placement sites do not show a
significant change in preference, as indicated by the stable mean scores and high significance
levels.

Rise of Video Resumes and Portfolios: The increasing mean scores for video resumes and
portfolios suggest a growing interest in more interactive and detailed presentations of candidates'
skills and experiences.

Thank-You Message Preferences: There is a slight decrease in preference for handwritten
thank-you messages, while email remains the preferred method. This shift aligns with the overall
trend towards digital communication methods.

Electronic Media for Evaluation: The significant increase in the mean scores for professional
and social networking electronic media indicates a growing reliance on these platforms for
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evaluating applicants. The use of applicant tracking systems is also expected to rise, as reflected
in the increasing mean scores.

7. Statistical Significance: The significant changes in preferences for specific methods, as
highlighted by the low Sig. values, underscore the dynamic nature of recruitment practices. The
statistical significance indicates the areas where changes are most pronounced.

Comparison of Current and Two-Year Mean Scores for Recruitment Preferences

EEE Current Mean
B Two-Year Mean

4.0r

35r

300

N
%l

g
=]
T

Mean Scores

150

I - R N N N B B B B EBE R BT E- s R A N R NN S

(1 - " T S it i R R . N IR T B BT B BT BT EE B e

0.0

Portfolio resume =0
Video resume EE
Portfolio [

Traditional paper resume [

Attached to email resume
Embedded in email resume e
Uploaded to company site resume =2
Uploaded to commercial site resume ==
University placement site resume g2
Applicant personal site resume ==
Traditional paper cover letter B
Attached to email cover letter E=
Embedded in email cover letter 22
Uploaded to company site cover letter B2
University placement site cover letter B2
Applicant personal site =
Handwritten note thank-you message ==
Email thank-you message [e=
Typed letter thank-you message =2
Sacial networking electronic media ==

Professional networking electronic media ==
Applicant tracking system electronic media ==

Preferences

Fig 2. Comparison of Current and Two-Year Mean Scores for Recruitment Preferences
Analysis

The purpose of this analysis is not to measure the current utilisation of various human resource tools or
trends precisely but rather to forecast the direction of their future use. While the findings generally
indicate no significant change in traditional employment correspondence methods, notable exceptions
exist. One such example is the hard copy cover letter, which is anticipated to see reduced usage shortly.
Conversely, there is an expected shift in utilising social media and electronic tools for recruitment
purposes. Specifically, four areas—video resumes, social networking sites, professional networking sites,
and applicant tracking systems—are projected to grow substantially over the next two years.
It is essential to clarify that these findings independently indicate trends in usage for each tool or tendency
and should not be taken as comparative analyses between different tools. For instance, even though video
resumes are predicted to gain popularity and hard-copy cover letters decline, the latter is still expected to
remain more prevalent than the former. Therefore, these results should indicate individual usage patterns
rather than comparative preferences across the various tools and methods.

Conclusion

The gradual yet steady integration of electronic communication tools into organisational practices has
recently been a defining trend. This research aimed to capture a snapshot of this ongoing evolution,
particularly in the context of recruitment and selection processes. By comparing traditional
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communication methods with their modern electronic counterparts, the study sought to shed light on the
changing landscape of human resource practices.Specifically, the study focused on evaluating human
resource professionals' current state and future expectations. The findings indicate a general stability trend
in most traditional practices and tools. However, a noteworthy shift is anticipated in the realm of
electronic tools. Social and professional networking platforms, video resumes, and applicant tracking
systems are projected to gain increased importance in the recruitment process over the next two years.
This shift points to a broader trend in the corporate world, where digital tools' efficiency and expansive
reach are being increasingly recognised and leveraged.

Conversely, the study suggests a decline in the prevalence of traditional hard-copy cover letters. This
change can be attributed to the growing emphasis on digitalisation and the need for more dynamic and
interactive methods of communication in the recruitment process. The move towards digital tools reflects
a change in technological preferences and a shift in the overall approach to talent acquisition — one that
values immediacy, accessibility, and a broader scope of candidate evaluation.While many traditional
methods remain steadfast in their usage, there is a clear indication of a shift towards more innovative and
technologically driven tools in human resource practices. This trend indicates the broader digital
transformation across various business operations, signalling a future where digital proficiency and
adaptability will be vital in recruiting and selecting the best talent. As organisations continue to evolve
and adapt to the digital age, it is essential for human resource professionals to stay abreast of these
changes, ensuring they harness the potential of new technologies to optimise their recruitment strategies.
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