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Abstract 

Recruitment has changed over the years. There were times when the CDs containing the applicants resume were stored in cabinets to 
be sent to the organisations through posts and then came along the fax machine and with the evolution of internet the traditional ways 
to recruitment were transformed with the power of email but not nearly as much with the introduction of the job boards on which the 
jobs were posted, candidates applied and placements were made, but then as all good things come to an end, with the rise in new 
technology making things comfortable and time saving , all the good candidates as well as the organisations started searching for an 
easy and cost effective platform for Personality Mining.  

With the explosion of social networking sites, candidates are now able to choose where they could spend their time online. This has 
encouraged many recruiters to start using social networking as part of a new cost-conscious approach to Personality Mining. Social 
networking websites function like an online community of internet users. Popular online sites include LinkedIn, Twitter and Facebook. 
They are growing at an exponential rate, with most of the sites being free to join and, importantly, giving organizations an effective 
means of attracting today’s Generation Y workforce. 

The purpose of this paper is to contribute to emerging theory about the role of Social Networking Sites in the process of Personality 
Mining. 
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Introduction 
 
The word e-recruitment, online recruitment or internet recruitment, indicate the formal sourcing of job applicants through an online 

platform. The roots of this emergent practice goes back  in the mid 1980’s, when the word first appeared to be in the articles published 

back then (Gentner, 1984; Casper, 1985), though an organised description to the terminology became almost a decade later  in various 

HR journals, in the mid-1990s, when IT companies and universities began to use the Internet extensively.  

Since the arrival of social networking, the recruiters after looking at the process suspiciously have now started to transform the ways in 

which they attract and communicate with the best candidates. Today’s most successful recruiters are now constantly online and on the 

move to keep pace with the technology. Organizations are now accepting social networking with open arms as a way to attract and 

retain employees. This has made a lot of organisations to make themselves visible to the candidates on social networking sites like 

LinkedIn, Twitter and Facebook, so as to engage the candidates and give them the opportunity to interact with them on a more 

informal basis. According to a report at the end of 2009 from Gartner, for any organisation, recruitment is an ideal way to start via 

social media usage in HR due to its time and cost efficiency (Otter, 2009).  

The use of social networking sites (SNWs) is no longer an advanced technology but the access to qualified employees that will form the 

unique advantages for a company. A report suggested that SNWs are among the most visited sites on the internet, just behind the 

major search engines (Ronn, 2007). To find a right candidate for the right position is one of the biggest challenges prevailing in 

organisations since long. With traditional tools like emails, most of the time gets utilised in administrative or routine tasks but with the 

help of social networking sites for personality mining the processes can be handled electronically 24*7 as the use of such networking 

sites allows the candidates to present their professional details in the most dynamic manner than the traditional resume format.  

Further, it provides a easy platform recruiters in accessing a large number of prospective applicants in a short period of time. According 

to various researchers, the one most used Social Networking Site for job recruiting purposes is LinkedIn (Ollington et al., 2013; 

Kluemper, 2013; Karl and Peluchette, 2013). LinkedIn being a social media site allows everyone to exclusively build their professional 

relations in the modern way. It can be refered to as a professional networking site that has become a widely recognized tool since its 

launch in 2003. According to its web site, as of June 13, 2013, professionals are joining LinkedIn at a rate of approximately two new 

members per second throughout 200 countries (LinkedIn Press Center (n.d.)). Further, it has representation of all Fortune 500 

companies since its inception (LinkedIn Press Center (n.d.)). In a recent Society of Human Resource (HR) Management Survey, 95 

percent of the 541 HRs professionals surveyed indicated that they used LinkedIn to recruit passive candidates who might not otherwise 



apply. Beyond LinkedIn, 58 percent reported that they looked at Facebook and 42 percent cited Twitter as a site they frequented for 

recruitment purposes (Karl and Peluchette, 2013). 

With the moving time, in order to keep pace with time and technology, every day more and more companies are entering into the 

digital arena in order to create their company’s name visible on the most searched platforms by creating their own Facebook page, 

LinkedIn profile, and=or a Twitter account; with one goal in mind ie. to reach as many individuals as possible and make their company 

more recognizable among the many available. Recognition is the key element to a successful business strategy, given that all 

companies need to be known in order to operate and generate profits. It is also the driving force behind an effective recruitment 

strategy, as people tend to apply first to companies that they recognize (Greengard, 2012; Williams and Klau, 1997 cited in Galanaki, 

2002). In order to be high on the list of developments and intense competition, organizations all over the world try to utilize the 

immense opportunities the Internet has to offer in almost all of their operations. And this is true when it comes to the Human Resource 

Management being the soul of any organisation, especially when exploring contemporary practices in relation to recruitment and 

selection. Today, SNSs provide conveniences so as to help companies locate and attract applicants while they also enable employers to 

run instant background checks. However, strangely enough, many corporations avoid the use of social media and fail to take advantage 

of the opportunities offered. 

Literature Review 
 
Human Resource is one of those industries which do not quite make its way into science fiction books, and no kid grows up thinking of 
revolutionizing the technology inside this particular market. Traditionally, HR was always viewed as a paper-intensive, non-innovative 
area, where salary decisions are made, people get hired or fired and where team building sessions are organized. But behind the 
scenes, the industry is changing and incorporating technology at a rapid pace, even if it wasn’t designed for HR to start with.In its 2015 
report in collaboration with Globoforce, The Society for Human Resource Management identified employee engagement, talent 
retention, competitive compensation, and developing the organizational leaders for tomorrow as major human capital challenges. 

These challenges have sparked innovation inside HR departments across the world. It is already known that social media is used in 
recruitment, and it seems 92% of recruiters turn to these channels to identify and validate candidates. But what is maybe less visible 
and more relevant to the human resource innovation conversation, is the 3% of recruiters, which moved beyond LinkedIn, Facebook 
and Twitter and are piloting Snapchat as a recruitment tool. Instead of asking themselves if it’s worth pursuing this channel,, they 
engaged the upcoming working generations on their own “ground”. 

It was found that companies can increase the efficiency of the recruitment process if they integrate an e-recruitment system in their 

human resources management infrastructure that automates the candidate pre-screening process. Interviewing and background 

investigation of applicants can then be limited to the top candidates identified from the system (Evanthia Faliagka and Athanasios 

Tsakalidis, 2012). While levels of awareness and adoption continue to develop both for recruiters and job applicants, organizations 

must consider adding social media to their overall recruitment strategy to meet the goals of being cost-effective, targeted, and 

strategic; remaining competitive; and sourcing top talent (Sherrie A. Madia, 2011). "This paper has explored key aspects of the 

recruitment journey for consideration by those who may be contemplating e‐recruitment or those who are already further down the 

road and have already moved recruitment online (Linda Barber, 2006). In summary, many college students use LinkedIn, but they do 

not utilize the many beneficial features that LinkedIn offers to help them succeed. The trend of recruiting via social media sites is here 

to stay, thus students must learn how to properly utilize all the resources at their disposal. Jobseekers are unlikely to receive contact 

from the employer first; thus students should help themselves by initiating a relationship with the employer via LinkedIn. Also, 

although we found references to ethical considerations in the use of social media sites for recruitment, students did not exhibit these 

concerns. It may be helpful for employers to know that the majority of college students view LinkedIn recruitment as ethical as it may 

reinforce the continuing use of these resources (Parez, Meghan E, 2013). The methodology was comprised of two phases. In the first 

phase, researchers interviewed hiring professionals to determine their usage of LinkedIn. In the second phase, LinkedIn group member 

profiles from three industries – HR, sales/marketing and industrial/organizational (I/O) psychology – were compared on the 21 

variables identified in Phase 1 (n1⁄4 288). w2 and ANOVA tests showed significant differences with respect to ten of the LinkedIn 

variables in how people presented themselves across the three groups. There were also several gender differences found (Julie Zide 

Ben Elman Comila Shahani-Denning, 2014). “Random Sampling Technique” as The present research study covers various companies 

across different sectors. Primary data have been collected through the “Survey Method” with the help of structured questionnaires. 

Two types of questionnaires were developed: a) One for the recruiter and b) One for the job seeker 1st Stage: An exploratory study was 

carried out using personal interviews. This was done to understand the influence of social networking sites on the recruitment 

practices of the Human Resource Department of various firms and also to understand the usage rate and relevance for job seekers. 2nd 

Stage: Based on the findings of the exploratory study, a closed-ended questionnaire was developed which were then mailed out to 

different respondents as well information was collected through personal interviews. The findings of the survey has revealed marked 

shift in trend from traditional methods of recruitment to modern techniques like social networking sites. However there still remains 

http://go.globoforce.com/rs/862-JIQ-698/images/Globoforce_SHRM_2015.pdf
http://go.globoforce.com/rs/862-JIQ-698/images/Globoforce_SHRM_2015.pdf
http://www.adweek.com/socialtimes/survey-96-of-recruiters-use-social-media-to-find-high-quality-candidates/627040
http://www.adweek.com/socialtimes/survey-96-of-recruiters-use-social-media-to-find-high-quality-candidates/627040


enough room for improvement and tapping of various advantages through such sites (Ms. Poulami Banerjee, 2012). The findings of this 

research endeavor indicate that the online recruitment method has a lot of benefits but also pitfalls of which recruiters should be 

aware. Furthermore, it seems that the contemporary practice of employee screening through social media can highly affect the hiring 

decision and legal implications are likely to arise with the wrong use of information. On the contrary, a well-designed system and 

strategic utilization of available information about potential candidates may significantly assist the recruitment of employees with the 

most suitable skills and competencies (Yioula Melanthiou a, , Fotis Pavlou b, & Eleni Constantinou, 2015). From the 117 respondents, 

24 were large companies with more than 100 employees. The companies with involvement in tech-nology showed 50% use of e-

recruitment practice, whereas the companies with no technological background showed 55% use. On the contrary, small companies 

with technological backgrounds practice e-recruitment significantly more than do those from other market sectors. The popularity of 

SNSs is evident as the findings showed that 72% (85 responses out of 117) of the companies maintain one or more social network 

accounts. Out of those respondents, 89% maintain a Facebook account, whereas a much smaller 55% keep a LinkedIn account, and 40% 

keep a Twit-ter account. 50% of the participants provided LinkedIn as their first choice of social media to use in order to attract 

applicants followed by Facebook with 37%. This coincides with the perception that LinkedIn is a more corporate social network than 

Facebook and that the companies follow where potential employees are located. On another level, data revealed that 59% of the 

company representatives believe that information derived from SNSs are not trustworthy and are neu- tral about using social media for 

employee referrals during recruitment (Yioula Melanthiou , Fotis Pavlou & Eleni Constantinou, 2015). 

 

Table 1: Results defined by various authors 

 

Author's Name (Year) Finding 

Sandra Abel (2011) 

The Social Networking Sites are gaining pace in the recruitment industries as the recruiters have started 
indulging themselves with the online sites to make the process easy and efficient for the organisation. 
The study by the researcher showed the positive impact of introduction of social media in the 
recruitment process in Germany. 

Saud Salem Bamokarh (2017) 

The author referred to social media as a computerized platform that is being introduced in every 
organisation and adding value to the efficiency of recruiters and individuals involved. Many of the 
business organization, now, is somehow associated with social media sites. Social media is used in head 
mining and direct application process or recruitment. The research showed that, in UK, the majority of 
the business organizations is using social media platforms in their recruitment procedure as it is being 
observed that it enables the millennial to select the most desirable job among a large number of 
profession available which has also resulted in the reduction of the unemployment period of the students 
after graduating from colleges and universities. 

Fawzieh Mohammed Masa'd (2015) 

The research conducted by the researcher showed the importance of social networking sites in the 
process of recruitment by taking out the research in the HR departments of Middle East companies which 
according to whom it is becoming an upcoming topic in Middle East companies. The effectiveness of the 
social media in the recruitment process was shown its scope and the particular target group orientation, 
by its availability and the fact that the costs of the organisation are not affected. Complying to this, the 
companies have recently started using Social Networking Sites for their recruitment and there is a need 
for more knowledge about it. 

Koch, T., Gerber, C., & De Klerk, J.J. 
(2018) 

The researcher with the help of semi structured interviews and the sample size of 12 recruiters from 
South Africa with a thematic analysis utilised to identify themes and subthemes founded that, despite of 
still utilising some traditional methods of recruiting, South African recruiters follow their international 
counterparts, with LinkedIn being central to their respective recruitment processes. The use of Twitter 
and Facebook for recruitment was found to be substantially lower in South Africa than elsewhere.  

Humera siddiqi and Aftab Alam 
(2016)  

The research reviled that the recruitment and social media are positively correlated to each other with 
the moderate degree. The factors used by the researcher to measure the effectiveness of recruitment 
were cost of recruitment, talent needs and information about job. The factors were found to be reliable 
to measure the recruitment variable because they show a high degree of reliability show during factor 
analysis. The use of Social Media  is highly recommended to the recruiters due to the three factors which 
include access of information and reliability, use of social media to search jobs and privacy concerns of 
individual in using social media. 

Andrea Broughton, Beth Foley, 
Stefanie Ledermaier and Annette Co 
(2013) 

According to the study the majority of respondents (HR decision makers- 47%), perceive that with time 
they would make greater use of Social Media tools like linkdin, twitter, facebook etc. in the future. 
Further 32 per cent said that they would continue with the same type of processes and systems in the 
process of recruitment, while only one per cent said that they would decrease their use of social media 
tools in recruitment. Around a quarter of respondents, however, were indulging themselves with the 
technical shift in the recruitment dimension. 



Aurélie Girard, Bernard Fallery, 
Florence Rodhain (2013) 

The study incorporated a panel of French Experts (34) including practitioners (26) and academicians (8). 
This showed that the recruitment agencies and the companies are trying their best to incorporate social 
media in the recruitment process for which they are facing a lot of challenges as well. The Delphi study 
applied by the researcher helped to  clarify current controversies about these new practices and 
strategies. The study concluded that the Social media do not replace other e-recruitment tools, but many 
experts consider them as more dynamic and relational tools. 

Lucie Bohmova, Antonin Pavlicek 
2015 

The study was done with the aim to know whether recruiters in Czech Republic will replace the 
traditional methods of recruitment with the modern methods. While SNS are not used by the recruiters 
on a regular basis as the main tool but they are often used as a support system to make critical decisions 
and help the recruiters during the final stage of recruitment, it has also been observed that with the 
passing time the recruiters are seen getting themselves indulged with the online tools for the purpose of 
recruitment. 

Anthony Lewis, Brychan Thomas and 
Sophie James (2015)  

Data was gathered through an interview with the HR Manager at the Security Enterprise and a 
questionnaire was distributed to 22 employees within the enterprise and 84 respondents on social 
networking sites. The employees through their overall attitudes and perceptions showed that social 
networking can be effectively used as an e-recruitment tool as long as a traditional recruitment method 
is also used 

Tanja Koch, Charlene Gerber, 
Jeremias J. de Klerk (2018) 

 The sample comprised 12 recruiters, spanning a wide range of industries in South Africa. Semi-structured 
interviews were conducted and a thematic analysis was utilised to identify themes and subthemes. 
Despite still utilising some traditional methods of recruiting, South African recruiters follow their 
international counterparts, with LinkedIn being central to their respective recruitment processes. The use 
of Twitter and Facebook for recruitment was found to be substantially lower in South Africa than 
elsewhere. Without following a focused approach, the volume of work that emanates from using social 
media may overwhelm a recruiter. 

 
 
Demetris Vrontis, Sam El Nemar, 
Ammar Ouwaida, and  Dahr el Ain 
(2018) 

The researchers carried out a study through quantitative descriptive approach by using a probabilistic 
simple random sample and a self-administered questionnaire on 230 international students from several 
universities and colleges in Lebanon as a data collection method.The findings demonstrated a certain 
level of engagement in social media networks from the part of the students during their search for 
college or university and course information. Research showed that international students still prefer the 
traditional sources, apart from social media, during their search. 

Tanvi Rana and  Neha Singh (2016) 
It has many benefits for both-job seeker and recruiter like cost effectiveness, quickness, ample options 
and opportunities, still it can not be suitable for every job and profile 

 Felipe C Wolmer  (2012) 

 the survey conducted by this researcher, over 90% of the survey participants said to believe that social  
media is not only a powerful tool in the recruitment process but also believe it will continue to  play a 
very active role in the human resources departments of companies in the future, to the  point where 
they will and, according to some, already are replacing the each day more old —fashioned CV’s and/or 
Resumes 

Nigel Wright Recruitment : Report 
2011 The social media sites also recognise this, and new tools are becoming available all of the time that allow 

recruiters and employers to work together to take advantage of social media hiring.  

Vaishali Lal and Shruti Aggarwal 
(2013) 

The study conducted reveals that majority of respondents are aware of the social networking sites & 
there is very low correlation between Age of employment and the awareness about social networking 
sites.  

Brijmohan Vyas, Rohini Mirji and 
Sanjay Hanji (2015) 

The paper concludes with instead of relying heavily on external recruitment firms or job boards, many 
companies are focusing on locating specialized talent through Social Media sites such as LinkedIn. 

Ismail, I. & Koshy, S. 2017 

The study showed that LinkedIn is a cost effective recruitment tool. It is efficient when looking for 
candidates at the senior level or for those with specialized and unique skills. Recruitment agencies also 
see it as a competitor. The study concluded that to use LinkedIn effectively organisations should have a 
clear social media strategy. 

Ms. Poulami Banerjee (2012) 

 The findings of the survey has revealed marked shift in trend from traditional methods of recruitment to 
modern techniques like social networking sites. However there still remains enough room for 
improvement and tapping of various advantages through such sites.  

Lucie Bohmova, Antonin Pavlicek 
(2015) 

The study have not found any significant differences in terms of demographics (men, 
women, old, young HR professionals). The rate of utilization of SNS’s by recruiters in the Czech Republic is 
gradually increasing, but does not reach the US level. 

 
 
Helle Kryger Aggerholm, Sophie 
Esmann Andersen, (2018) 

The study points toward a fundamental new approach to recruitment communication. The application of 
a Web 3.0 strategy entails what we term an open source recruitment strategy and a redirection of 
employee focus from work life to private life. These insights point toward ontologically challenging the 
basic assumptions of employees, work life and the employing organization. 



Zahi K. Yaseen & Marwan, Yussef 
(2016) 

The population was selected from 1000 firms listed in the Yellow pages of Etisalat. A random sampling 
procedure was used to select 400 firms from different types of sectors. The respondents of this study 
incorporated 200 business owners with a 50 percent response rateThe results show that 58 percent of 
employers in SMEs are using social media to search for high qualified candidates. The highest benefit 
from using social media in recruitment and selection is to hunt for high qualified employees with 79 
percent of the respondents. 

Naseem Rahman, Jyoti Arora and 
Indrapriya Kularatne (2014) 

A descriptive research design using a quantitative method was used to collect data from organizations in 
the Auckland metropolitan area, New Zealand The results revealed that most of the organizations 
researched use social media as a method for recruitment.  Facebook and LinkedIn are the top two 
preferred social media for most employers, which saved them time and money. In addition, social media 
is also used by many employers to enhance their brand image.  

ARCHANA L, 2NIVYA V G, 3THANKAM 
S M (2013) 

The paper concludes with instead of relying heavily on external recruitment firms or job boards, many 
companies are focusing on locating specialized talent through Social Media sites such as LinkedIn. 
Between 2011 and 2013, the percentage of employers who use social networks to recruit candidates 
jumped from 29% to 42% 

Hari G Krishna, Vyshak Mohan and N. 
Maithreyi (2016( 

The recruitment process is increasingly affected by the use of social media, from job seekers researching 
a role to hiring managers seeking information to inform their screening processes. 

Dr Bhupendra singh hada, Swati 
Gairola (2015) 

Indian firms consider utilising social and professional network as the most (39%) vital and 
continuing trend in recruiting for professional roles. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Table 2: Variable proposed by various authors 

Methodology 

The design of the research is exploratory in nature. The dynamic nature of the topic entailed an exploratory investigation, through 

information collection from secondary sources.  An extensive analysis of the existing literature on the recent trends of Recruitment has 

been done. Research papers have been retrieved from various national and international journals. Various related key words such as 

personality mining, recruitment, recent trends were used to locate the relevant studies for analysis. R  software has been used for 

data/word mining of literature. R is a software package that allows users to import, sort and analyze text documents, spread sheets, 

databases, documents and PDFs. The results provided by R have been summarized in next section of the paper. 

Variables  Author 

Perceived Benefits 
Reduction of costs   
Speed (Time-to-Hire)  
Increasing number and quality of applicants  
Matching quality (target-group-oriented)  
Time saving 
Screening out of Under-qualified Candidates 

 

S. Eisele (2006) 

Perceived Opportunities 
Faster information exchange   
Data accessibility and availability  
Faster posting of jobs and applicant response 
Faster processing of résumés 
Improved organizational attraction  
Global access/access to passive Candidates 
Image of being up-to-date and modern 

 

A. Holm (2010) 

Perceived Costs  
Lower costs of advertising 
Lowering recruitment cost 
Cost reduction of communications   

 

 

Pin et al. (2001) 

Perceived Risks and Challenges 
Irrelevant and Fake Profile 
Inaccurate information 
Every Candidate is not Online 
Legal risks involved 

Demetris Vrontis, 
Sam El Nemar, 
Ammar Ouwaida, 
S.M. Riad Shams, 
(2018) 



Findings and Discussions 

In order to examine the effective use of personality mining tools incorporated by the organisations, in total 55 research papers on the 

related topic were reviewed and analysed with the help of word frequency query in the “R Software” looking for 25 most frequently 

used words. The results are as follows in the form of a word cloud. 

 

                        

Fig. 1: WordCloud using R Software 

According to the results of word frequency query, the top five words used in the literature are social (4331 times), recruitment (3301 

times), media (2325 times), information (1726 times) and linkdin (1034 times) which indicates that literature has been reviewed in the 

right direction and there has been considerable interest of researchers in this area. Major findings are reported below. 

Firstly, it has been observed that twitter has a little impact on recruitment as general small size of recruiters’ restricts its use for Twitter 

network and also limited knowledge of twitter restricts its use on the other hand facebook has the least impact on recruitment as it is 

observed to be a platform which is not to be used for work. Further, linkdin has an important impact on recruitment and is primarily 

used for candidate search and advertising of the job vacancies. Secondly, Social Media is an important part of the recruitment as 

traditional job advertising is shifting towards electronic advertising; it tends to create a high volume of work by saving the time and cost 

of the company. 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

Source: Collated 

Figure 2: Understanding the advantage of Electronic Media in Personality Mining 

Conclusion 

Corporate tools and technologies for recruitment of the employees are rapidly changing.  As there is a shift in the trend the use of 

internet is becoming faster, smarter and smaller, the study can be further extended to analyse the impact of social media in 

recruitment and also the perception of using Social Media wrt. the candidates and the recruiters.. At the same time social networking 

has allowed greater collaboration in the workforce, and a better utilization of the intellectual capital within an organization.  These are 

exciting times in the field of corporate recruiting. The new global trends in the corporate world is to emphasize more on applying 

systematic approach to the process in order to achieve higher level of organizational effectiveness. It has also being identified as a tool 

to serve the employees better and for keeping them retained in the organization.  
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media 2325 

information 1726 

networking 1453 
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candidates 853 
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