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The success of the organization depends on effective recruitment and 
selection system. Looking at the Kenyan labour market, there are still 
unfilled vacancies and organisations have problems regarding their 
staffing. Recruitment by Social Networking Sites is an aspect of a new 
topic and there is a lack of studies about it.  In this study, the main 
objective is to develop a framework for recruitment and selection 
process using social networking technologies with a case study on 
Kenyan universities. The study also focuses its attention to determine 
how the recruitment and selection practices affect the organizational 
outcomes. Specifically, it enriches literature by identifying the effect 
of various social networking sites as recruitment channels. Quantita-
tive research will entail defining specific variables, research ques-
tions, as well as using measurements to determine causality. The 
analysis will be done through inductive methodology to discover the 
critical elements that emerge during online networking and personal 
touch, and analysis of factors that affect the selection and use of these 
technologies. Through this, human resource managers will be able to 
use the framework for achieving effective recruitment of potential 
employees through social networking technologies. 
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Introduction 
How to source talent and hire the right people now, in 

our connected world, is the question Human Resources 
has been asking since the explosion of the internet. How 
many instituitions of higher education are still recruiting 
for any talent? Deciding which recruitment source to tap 
each time there is an opening, can be challenging. Some 
organizations simply ignore the multitude of options 
and resort to using the same sources each time. This 
isn't a good idea (Arthur, 2016). Wayne Mondy’s re-
search indicates, “Factors external to the organization 
can significantly affect the firm’s recruitment efforts 
(Mondy 2017). 

Recruiting in a company should incorporate social 
networking tools in order to streamline the process.  
According to Sautter, “The recruiting business is always 
been and always will be a people business (Sautter 
2016).” Companies that adopt Social Network Recruiting 
strategies tend to attract sophisticated, high-caliber 
technical candidates. Social Network Recruiting is a col-
lection of technologies that allows anyone, including job 
seekers and employers, to interact online; meaning that 
interactions are no longer bound by the static experi-
ence of Social Network Recruiting. These new tools en-
gage users by letting them participate in, control and 
guide their online visits to some of the most popular 
Social Network Recruiting applications, which include 
social networks, blogs, podcasts and online video.  These 
types of discussions allow for job seekers to engage with 
their ideas and encourage them to share and relate to 
the company’s culture.    These are the type of compa-
nies that brand themselves as the place job seekers 
would like to work and tell their friends that they work 
there.   

Recruitment involves activities and practices per-
formed to identify and attract prospective employees. In 
this process, human resource managers must focus on 
finding and retaining quality human capital that reflects 
organizational needs while reducing expenditures asso-
ciated with this process. Attracting and retention of 
quality employees provides an organization with com-
petitive advantage. The process of recruiting employees 
is complex because it involves various characteristics, 
activities, and stages (Carlson et al., 2012). The advances 
in online communication technologies continue to trans-
form recruitment environment for human resource pro-
fessions and job seekers. Verhoeven and Williams 
(2016) predicted that recruitment via online channels 
would replace conventional approaches such as campus 
recruiting, adverts in newspapers, and job fairs. Re-
search reveals that an estimated 93 percent of internet 
users have ages ranging from 18 to 29 years with utiliza-
tion being positively linked to educational achievement
(Rainie, 2017). This is of significance to employers be-
cause it represents the potential talent that can be found 
in the online environment. Considerably, it is essential 
to investigate whether organizations use social network-
ing sites for recruitment of potential employees 

 
Problem Statement 

The current university recruiting process is based on 
structured recruitment process which is well elaborate. 
Several important challenges arise with the current sys-
tem. Firstly, the university hiring process is lengthy and 
sometimes even takes years before the position is filled 
with the right candidate. Further, the current process is 
costly and if the right profile is not selected then the 
consequences can be calamitous for the university. The 
accuracy of the profile is also difficult to determine and 
decision making is slow.  

 
Literature Review 

Recruiting in a company should incorporate social 
networking tools in order to streamline the process. 
Sautter says “The recruiting business is always been and 
always will be a people business.” Recruiters for the 
most part, are effective networkers off-line. But technol-
ogy and the Internet have certainly changed the way 
that recruiters do business or should be doing business, 
and online networking is a big part of those changes. 

 
Social Network Technology  
 
Social media has emerged as a tool to reach out to 

referral candidates directly and as a method for poten-
tial candidates to share their work histories online. If 
done right, social recruiting taps into the cumulative 
company network through multiple forms of social me-
dia.  This is a smart and cost-effective recruitment strat-
egy that will yield high-quality hires that fit the company 
culture. Recruiting in a company should incorporate 
social networking tools in order to streamline the pro-
cess. Many recruiters at a very large networks on 
LinkedIn, indicating that they see great value in this 
form of online networking and have chosen to invest 
time in building and maintaining the networks (Sautter 
2016). Social networking will assist recruiting efforts by 
helping to source candidates and form partnerships 
with other recruiters.  

 
Recruitment Methods and Strategy  
 
Developing a recruiting strategy helps assess issues 

that are fundamental to the organization.  Each organi-
zation must decide where they will use an open recruit-
ment process and where they will use a targeted recruit-
ment process.  Heneman said “With an open recruitment 
approach, organizations cast a wide net to identify po-
tential applicants for specific job opening.  Very little 
effort is made in segmenting the market into applicants 
with the most desirable KSAO’s.  This approach is very 
passive and anyone can apply for any open-
ing.” (Heneman 2016). This open, passive approach is 
effective using Web applications because it allows for 
rapid dissemination of your organizations staffing 
needs. 
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Conversely, a targeted recruitment approach where-
by the organization identifies a specific segment in the 
labor market were qualified candidates are likely to be. 
Often, this is done to find applicants with specific char-
acteristics pertinent to the company. They often involve 
key skills shortages or workforce diversity gaps. Hene-
man said “In addition to tailoring messages to reach em-
ployees with specific Knowledge, Skills, Abilities, and 
Others (KSAO) profiles, some organizations also target 
specific underrepresented groups, especially women 
and racioethnic minorities. Such efforts are among the 
most effective and least controversial elements of af-
firmative-action plans” (Heneman 2016). 

One of the most effective methods for increasing the 
diversity of applicant pools is to use social networking 
that specifically targets the diversity gap. Employee net-
works that are well-designed make use of your current 
employees as a full-fledged recruiting team. This oppor-
tunity allows a company to use both a social networking 
strategy and a team effort to find the best candidate. 
Heneman said “Many recruiters have turned to social 
networking sites such as LinkedIn and Facebook as re-
sources for finding qualified job candidates.” The num-
ber of individuals using these sites has increased dra-
matically in recent years, especially among younger 
workers, making it difficult to obtain reliable data on 
just how many individuals are using the site at any spe-
cific time. 

 
Advantages of Social Network Recruiting 
 

There are a number of advantages to using social net-
working sites. Because many of the connections be-
tween the users are based on professional background 
or shared work experience, networking sites often pro-
vide access to groups of potential employees with specif-
ic skill sets. Some social networking websites geared 
toward professionals encourage users to indicate the 
industry area in which they work"(Heneman 2016). Us-
ing the current staff can allow companies to recruit well 
in advance for job openings and provided this is due to 
growth and not the termination of current staff. Hene-
man goes on to say “by accessing the social network of 
those already employed in the organization, it is possi-
ble to locate passive candidates who are already em-
ployed and not necessarily looking for new jobs at the 
time. In fields where the unemployment rate is very low, 
such as engineering, healthcare, and information tech-
nology, these passive candidates tend to be the primary 
source of potential applicants. As with traditional refer-
rals, a key advantage of using electronic networks is that 
the employers can use the current employees in the re-
cruiting process. However, some recruiters find these 
networking sites are not very efficient, because of the 
large number of passive candidates who are not inter-
ested in alternative employment offers” (Heneman 
2016). 

 

Frameworks in social network recruitment  
 

Rogers (2015) framework for adoption of technologi-
cal innovation was used. This framework has five factors 
including observability, trialability, complexity, compati-
bility, and relative advantage.  Using these frameworks, 
the researchers conducted a study to explore factors 
influencing use of online recruitment strategies via com-
mercial employment boards and corporate websites
(parry & Wilson,2016). It was found that four factors 
affected a human resource manager’s decision to utilize 
corporate websites in recruitment. These comprised of 
internal compatibility, negative beliefs, relative ad-
vantage, and subjective norms with the last three 
demonstrating a significant effect. Similarly, the study 
revealed that relative advantage and compatibility influ-
enced the use of commercial employment boards.  

Concerning subjective norms, human resource pro-
fessionals may be compelled to use social networking 
sites, if they perceive that other organizations are in-
volved in this practice. This is based on organizational 
competition for quality human capital, which is an im-
portant asset for organizations. 

The relative advantage factor is associated with costs 
and time savings found in using social media for recruit-
ment purposes. Notably, social networking sites reduce 
costs linked to planning for the travel of applicants to an 
organization’s location for screening purposes. In addi-
tion, use of social networking sites leads to a decrease in 
costs of advertising vacancies available in an organiza-
tion. In this case, a firm needs to have webpage within a 
social networking site where it can communicate availa-
ble vacancies to potential employees. Furthermore, or-
ganizations are able to attain time savings associated 
with immediate response from job applicants unlike 
when using other media such as newspaper adverts. 

Negative beliefs are based on a human resource pro-
fessional’s perception about social networking sites. 
Hence, a manager with negative beliefs will not recruit 
prospective employees through social media. Such nega-
tive perceptions arise from excess applications that are 
unsuitable (Parry & Wilson, 2016). 

Compatibility also determines a firm’s decision to 
utilize social media in recruitment purposes. Concerning 
this, technological advancements have made it possible 
for organizations to conduct their procedures electroni-
cally. For instance, companies have corporate websites 
that provides relevant information about policies and 
operational processes. Hence, deciding to use social net-
working sites in recruitment is compatible to organiza-
tional practices conducted in the online environment. 

 
Conceptual framework: Technology Acceptance Model 
 

The acceptance and eventual use of technology is best 
described using the technology acceptance model (TAM) 
within information systems. The actual system use is the 
final product in the use of technology by people. Behav-
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ioral intention as a factor leads people to use the tech-
nology that is by attitude (A) which represents general 
impression of the technology.  

The decision on how and when to use the technology 
as proposed by the model is based on  

Perceived usefulness (PU) – This was defined by Fred 
Davis as "the degree to which a person believes that us-
ing a particular system would enhance his or her job 
performance". It means whether or not someone per-
ceives that technology to be useful for what they want to 
do. 

Perceived ease-of-use (PEOU) – Davis defined this as 
"the degree to which a person believes that using a par-
ticular system would be free from effort" (Davis 1989). 
The barriers will be conquered if the technology is easy 
to use. If it's not easy to use and the interface is compli-
cated, no one has a positive attitude towards it. 

External variables such as social influence are an im-
portant factor to determine the attitude. When these 
things (TAM) are in place, people will have the attitude 
and intention to use the technology. However, the per-
ception may change depending on age and gender be-
cause everyone is different.  

The proposed Social network recruitment technology 
adoption framework is presented in Figure 2.  
 
 

Figure 1: Technology Acceptance Model (1981)  
 
 

Figure 2: Proposed Social network recruitment technology 
adoption framework 

 
Findings and Results  

The regression is aimed at finding out the relation-
ship between using social network technology  to recruit 
and explain the relationship between the dependent 
variables and the independent variables as listed in the 
table 1.  

Table 1:  Relationship between independent and  depend-
ent  variables 

 
Relative Advantage 

Table 2  shows there is a fast response given to those 
who are on social media. The R value is 0.897 with an R 
square of 0.804. The ANOVA table shows that recruit-
ment via social networking sites influence hiring deci-
sions made by organizational recruiters. . The significant 
level is 0.05 the table has a value of 0.00 which shows 
that there is statistical significance between the varia-
bles. Looking at each variable, search of social media 
sites weekly in search of the potential employees is 
highly significant with the use of media as a recruitment 
platform. Where p< 0.05. Fast response was another 
variable it is however, not statistically significant. This 
shows that all applicants are given fast response regard-
less if they are on social media or not without any pref-
erences.  

 

Table 2:   Relative advantage of Social Media recruitment 
 

Negative beliefs. 
 

Table 3 shows information about recruiters who 
search for the profile of applicants. There was high num-
ber of those who indicated that they do not search pro-
file of the applicants. 21 respondents said they disagree, 
12 respondents strongly disagree, there was 23 re-
spondents said they agree while 4 respondents said they  
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Table 3:  Negative beliefs  

 
strongly agree. 38.3% was the highest respondents who 
agreed that they search for the profile of the respond-
ents.    

The model further examines the influence decision on 
hiring based on social media, although many indicated 
that they use social network, the above table shows that 
there is no statistical  significant between recruitment 
and fast response to applicants who are on social media.  

 
Subjective Norms 
 
The dependent variable is subjective norms. This is 

presented in Table 4. The regression analysis is testing if 
there is any significant differences recruitment based on 
management levels. The ANOVA table above shows that 
there is no statistical significant between different man-
agement level and recruitment. The significant level is 
0.05 the above table has a significant value P as 0.326 
where P> 0.05 hence not significant. Management levels 
are therefore, not predictors of whether an applicant is 
going to be recruited via social media.    

 
Table 5  further assures us that no individual manage-

ment level is significant. This shows that the level of ap-
pointment whether entry, middle or senior does not 
influence prospects of the applicant.   

 

Table 4: Subjective Norms  
 

Compatibility 
 
Table 5 shows those who use social network in the 

recruiting process. There was high number of recruiters 
indicating that they use social networking in their pro-
cess of hiring new employees in the organization. The 
total number of respondent was 60. There were 27 re-
spondents which is 45% and 17 respondents of about 

28.3% indicating that they agree and strongly agree that 
they use social network in their recruitment process. On 
the other hand, 21.7% disagree that they do not use so-
cial media in the recruitment process while 5% strongly 
disagreed with social media as a recruitment tool in 
their organization  

 

Table 5:  Social network in recruitment process  
 
Conclusion 

 
The adoption of social network technologies for re-

cruitment is not a panacea, it will result in a trade-off 
within Universities. Social network recruitment can save 
time and costs in searching for candidates; however it 
may also result in more work and frustrations for the 
HR department and the organization as a whole, and the 
view of social network recruitment can easily swing in a 
positive or negative direction in just a short time. Fur-
thermore, while there are still universities with special-
ized recruitment needs that are not being filled via so-
cial websites. 
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