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ABSTRACT

With the accelerating digitization of talent acquisition in India, social media platforms — particularly
Linkedln — have become primary channels for candidate sourcing, employer branding, and
professional networking. This study investigates the impact of social media recruiting on quality of
hire across five dimensions: Job Performance, Cultural Fit, Retention, Time-to-Productivity, and
Hiring Manager Satisfaction. A quantitative cross-sectional research design was employed, collecting
primary data from 254 HR professionals, hiring managers, recruiters, and social media-sourced
employees across four Indian industry sectors: IT/ITeS, Manufacturing, BFSI, and E-
commerce/Retail. Analysis was performed using SPSS v29, employing Cronbach’s Alpha reliability
analysis, one-sample t-tests, Pearson correlation, multiple linear regression, and One-Way ANOVA
with Tukey HSD post-hoc testing. Results demonstrate statistically significant positive impact of social
media recruiting on all five quality of hire dimensions (all p < 0.001). Cultural Fit emerged as the
strongest predictor of Hiring Manager Satisfaction (B = 0.369, R* = 0.819). One-Way ANOVA
revealed significant inter-sector variation in quality of hire perceptions (F-statistics ranging from 4.37
to 8.24, all p < 0.01), with IT/ITeS consistently recording the highest mean scores and Manufacturing
the lowest. Profile Misrepresentation (mean = 4.11) and Difficulty Assessing Soft Skills (mean = 4.04)
were identified as the most significant challenges moderating social media recruiting quality. The
findings support a person-oriented talent acquisition paradigm grounded in P-O Fit Theory, Social
Capital Theory, and Signaling Theory, with implications for HR strategy, employer branding

investment, and Al-assisted sourcing governance in Indian organizations.
Keywords: Social Media Recruiting, Quality of Hire, Employer Branding, Cultural Fit.

INTRODUCTION
The landscape of talent acquisition has been fundamentally transformed over the past decade by the

rise of social media as a primary channel for candidate sourcing, employer branding, and professional
networking. What began as personal networking tools have evolved into powerful professional
platforms that connect millions of job seekers with potential employers in real time. LinkedIn, with
over 950 million members globally as of 2024, has become the de facto professional social network
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for talent acquisition. In India specifically, LinkedIn boasts over 110 million registered users, while
platforms like Naukri.com serve as critical professional networking and job search platforms for the

Indian workforce.

The global social media recruitment market was valued at approximately USD 4.2 billion in 2023 and
is projected to reach USD 12.8 billion by 2030, growing at a compound annual growth rate (CAGR)
of 17.2% (Market Research Future, 2024). Despite widespread adoption, a fundamental strategic
question remains empirically unresolved: does social media recruiting actually improve quality of
hire? “Quality of hire” is one of the most important and contested metrics in talent acquisition,
encompassing job performance, cultural fit, retention, time-to-productivity, and hiring manager

satisfaction across the first 12-24 months of employment.

India presents a particularly compelling research context. The Indian talent market combines a large,
young, digitally active workforce with significant socioeconomic heterogeneity, creating both
opportunities and risks for social media recruiting that differ from Western market patterns. The risk
of digital exclusion — where candidates from lower socioeconomic backgrounds or smaller cities are
systematically excluded from social media-based talent pipelines — is more pronounced in India than
in the US or Europe. These India-specific dynamics make this study both timely and original.

REVIEW OF LITERATURE
Upadhyay and Khandelwal (2022) examined Al-assisted social media recruiting adoption in Indian IT

organisations, finding that organisations leveraging LinkedIn’s Al-powered talent search tools
reported a 34% improvement in candidate-role match quality compared to manual social media
sourcing. Their study highlighted that algorithmic sourcing amplifies both reach advantages and bias
risks of social media recruiting, making governance frameworks essential for responsible Al

deployment in talent acquisition.

Derous and De Fruyt (2022) conducted a comprehensive review of digital recruitment and selection
technologies, arguing that social media platforms function as “weak signals” for candidate quality —
providing rich contextual information about professional identity and network capital but limited
predictive validity for specific job performance outcomes. Their framework distinguishes between
social media’s role as a sourcing tool (where its value is well-supported) and its role as a screening

and assessment tool (where validity evidence remains contested).
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Lim et al. (2021) investigated employer branding effectiveness on Instagram and LinkedIn among
Millennial and Gen Z candidates in Southeast Asia, finding that authentic employee-generated content
— workplace stories, behind-the-scenes posts, and day-in-the-life content — was significantly more
effective at attracting culturally aligned candidates than polished corporate content. Their finding that
authenticity signals moderated the relationship between employer brand exposure and application

intent by 42% provides direct support for the Cultural Fit hypothesis of the present study.

Priyadarshini et al. (2021) demonstrated that candidates with three or more first-degree LinkedIn
connections within the hiring organisation showed significantly higher 90-day cultural integration
scores and 18% lower first-year voluntary turnover. This social capital mediation provides empirical
grounding for the retention hypothesis, supporting the prediction that social network proximity to the

hiring organisation reduces post-hire expectation violations.

Nalini (2025) examines the evolving role of HR functions within a fast-growing IT and digital
marketing firm, highlighting the need for agile HR practices to support rapid organizational expansion.
The study emphasizes the importance of strategic HR involvement in talent acquisition, employee
engagement, and performance management in dynamic business environments. It further suggests that
adaptable and technology-enabled HR systems are critical for sustaining growth and maintaining

competitive advantage.

Nawaz and Khan (2023) documented that candidates from Tier 2 and Tier 3 cities in South Asia were
2.7 times less likely to appear in LinkedIn recruiter search results than similarly qualified metropolitan
candidates, creating systematic geographic exclusion in social media-first talent pipelines. Khatri and
Gupta (2022) found that candidates who followed the employer’s social media accounts for more than
three months before joining required 27% less formal onboarding time and reached full productivity

benchmarks 19 days faster, directly supporting the Time-to-Productivity hypothesis.

Chamorro-Premuzic et al. (2021) demonstrated that social media-derived personality assessments
explain only 4-7% of variance in job performance ratings — compared to 15-25% for structured
behavioural interviews — providing empirical grounding for the expectation that job performance
would be the weakest quality of hire dimension attributable to social media sourcing. Rathi and Rastogi
(2023) further documented that algorithmic sourcing tools trained on historical hiring data
systematically under-recommended candidates from lower-tier educational backgrounds, confirming

the algorithmic bias challenge quantified in this study.
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Research Gap

Existing literature reveals four critical gaps this study addresses. First, most available Indian studies
are sector-specific (predominantly IT) or qualitative, limiting generalizability. Second, most studies
examine a single quality of hire dimension rather than simultaneously measuring all five. Third,
available Indian studies rarely employ validated multi-item scales or multivariate statistical methods
including ANOVA. Fourth, while studies identify challenges qualitatively, few provide quantitative
assessments of challenge severity across industry sectors.

RESEARCH METHODOLOGY

Research Design

This study adopts a quantitative, descriptive-analytical, cross-sectional survey design. A positivist
research philosophy underlies the design, treating the impact of social media recruiting on quality of
hire as an objective phenomenon measurable through structured self-report instruments and analysable

through inferential statistics.

Objectives
O1: To examine social media recruiting practices of Indian organisations across platforms, frequency,

and purpose.
O2: To assess perceptions of social media recruiting’s impact on five quality of hire dimensions.

O3: To test hypothesis significance using one-sample t-tests, Pearson correlation, multiple regression,
and One-Way ANOVA.

O4: To identify and quantify the severity of key challenges in social media recruiting.

O5: To examine whether quality of hire perceptions differ significantly by industry sector using
ANOVA.

Hypotheses
Hlo4: Social media recruiting significantly positively impacts Job Performance, Cultural Fit,

Retention, and Time-to-Productivity perceptions respectively (u > 3.0).

H5: Cultural Fit, Job Performance, Retention, and Time-to-Productivity significantly predict Hiring

Manager Satisfaction, with Cultural Fit as the dominant predictor.

H6: Quality of hire perceptions differ significantly across industry sectors (IT/ITeS, Manufacturing,
BFSI, E-commerce/Retail).
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Sample and Data Collection

A purposive convenience sample of 254 complete valid responses was collected across four sectors:
IT/ITeS (n=94, 37%), Manufacturing (n=82, 32.3%), BFSI (n=56, 22%), and E-commerce/Retail
(n=20, 7.9%). The survey comprised 35 items across five sections, with quality of hire constructs
measured on 5-point Likert scales. Cronbach’s Alpha was computed for each construct prior to

analysis.

Theoretical Framework
Three theoretical frameworks underpin the conceptual model. Person-Organisation Fit (P-O Fit)

Theory (Chatman, 1989) explains why employer branding creates cultural self-selection. Social
Capital Theory (Bourdieu, 1986; Putnam, 2000) grounds the retention and time-to-productivity
hypotheses in network-embedded informational advantages. Signalling Theory (Spence, 1973)
explains how bidirectional quality signals on social media create candidate expectations that determine

post-hire cultural fit and retention.

DATA ANALYSIS AND INTERPRETATION

Demographic Profile

The 254-respondent sample comprises: Hiring Managers 39% (n=99), Social Media-sourced
Employees 24% (n=61), HR Managers/TA Specialists 21.3% (n=54), and Recruiters 14.6% (n=37).
By sector: IT/ITeS 37%, Manufacturing 32.3%, BFSI 22%, E-commerce/Retail 7.9%. Experience
profile: 41.3% have 10-15 years of experience; 65.7% have 5+ years. Educational qualifications:
Master’s Degree holders 60.6%, Bachelor’s Degree 28.3%.

Table 1: Descriptive Statistics — Quality of Hire Constructs (n=254)

Job Performance 3 3.186 0.644 0.897
Cultural Fit 3 3.410 0.690 0.862
Retention 3 3.467 0.505 0.691
Time-to-Productivity 2 3.188 0.736 0.888
HM Satisfaction 3 3.366 0.681 0.950

Source: Primary Survey Data, 2026. Computed using SPSS v29.
Table 2: One-Sample T-Test Results (Test Value = 3.0)

Job Performance 3.186 0.644 4.589 0.000 Reject Hlo
Cultural Fit 3.410 0.690 9.450 0.000 Reject H2o
Retention 3.467 0.505 14.709 0.000 Reject H3o
Time-to-Prod. 3.188 0.736 4.060 0.001 Reject H4o
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Source: Primary Survey Data, 2026. df = 253. All constructs significantly exceed neutral baseline (p < 0.001).
Correlation and Regression Analysis

The Pearson correlation matrix reveals that all five quality of hire constructs are strongly and positively
intercorrelated (r range: 0.747-0.872, all p < 0.01), confirming they form a coherent higher-order
construct. Cultural Fit demonstrates the strongest average inter-construct correlation (mean r = 0.852),
consistent with P-O Fit Theory’s proposition of cultural alignment as the central quality of hire

mechanism.

Multiple linear regression (Dependent Variable: HM Satisfaction) achieves exceptional model fit (R2
=0.819, Adjusted R2=0.816, F(4,248) = 280.5, p < 0.001), explaining 81.9% of satisfaction variance.
Cultural Fit is the strongest predictor (f = 0.369, t=8.79, p <0.001), followed by Job Performance (§
=0.253), Time-to-Productivity (p = 0.229), and Retention ( = 0.143). The regression equation is: HM
Satisfaction = 0.072 + 0.253(Performance) + 0.369(Cultural Fit) + 0.143(Retention) + 0.229(TTP).

Table 3: One-Way ANOVA — Quality of Hire by Industry Sector

. Construct | IT/NTeS | Mfg. | BFSI | E-com. | F-stat [ p-value |
Job Performance 3.41 2.94 3.19 3.27 8.24 0.000**
Cultural Fit 3.61 3.18 3.42 3.48 5.91 0.001**
Retention 3.62 3.27 3.51 3.55 4,37 0.005**
Time-to-Prod. 3.38 2.89 3.21 3.30 6.82 0.000**
HM Satisfaction 3.57 3.10 3.38 3.43 7.46 0.000**

**n < 0.01. Tukey HSD post-hoc confirms significant IT/ITeS vs Manufacturing gap in Job Performance
(mean diff = 0.47, p < 0.001).

Table 4: Challenge Severity Statistics

Profile Misrepresentation 411 | 0.76 Major Challenge
Difficulty Assessing Soft Skills 4.04 | 0.78 Major Challenge
Digital Divide 3.93 0.72 High Challenge
Over-Reliance on Digital Presence 3.86 | 0.84 High Challenge
Unconscious Bias 3.75 | 0.77 Moderate-High
Algorithmic Bias 3.26 | 0.62 Moderate

Scale: 1 = Not a challenge — 5 = Major challenge. Source: Primary Survey Data, 2026.

FINDINGS AND DISCUSSION
The results provide conclusive empirical evidence that social media recruiting has a statistically

significant positive impact on all five quality of hire dimensions in the Indian organisational context.
The pattern of results — strongest effects for Cultural Fit and Retention, weakest for Job Performance
and Time-to-Productivity — is entirely consistent with theoretical predictions derived from P-O Fit

Theory, Social Capital Theory, and Signalling Theory.
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The Cultural Fit finding is the most analytically significant. The employer branding-cultural alignment
mechanism (Q17, mean = 3.743) achieves the strongest agreement of any quality item, and regression
analysis confirms Cultural Fit as the dominant predictor of Hiring Manager Satisfaction (B = 0.369).
This confirms that social media recruiting’s primary quality value derives not from improved technical
screening but from the cultural self-selection mechanism enabled by employer brand content — a
finding with direct strategic implications for how organisations should invest in their social media

presence.

The Brand-Reality Gap finding (Q22, mean = 3.739, 72.3% agreement) is the study’s most significant
risk finding. Near-consensus agreement that social media hires who experience expectation violations
leave more quickly implies that poor-quality employer branding can reverse the retention benefit into
a retention liability. This operationalises the distinction between authentic and aspirational employer
branding in quality-of-hire terms.

The One-Way ANOVA results provide an important qualification to the overall positive findings:
social media recruiting effectiveness is not uniform across Indian industries. IT/ITeS consistently
records the highest quality of hire means across all constructs, while Manufacturing records the lowest.
The IT/ITeS vs Manufacturing performance gap (mean difference = 0.47, p < 0.001, Tukey HSD)
reflects the structural difference in talent pool digital connectivity, employer branding maturity, and
platform adoption history between these sectors. This finding implies that aggregated national
benchmarks for social media recruiting effectiveness can be misleading for sector-specific HR

strategy.

Profile Misrepresentation (mean = 4.11) and Difficulty Assessing Soft Skills (mean = 4.04) as the
highest-severity challenges confirm that social media recruiting’s quality benefits operate despite —
rather than because of — its screening capabilities. Social media is perceived as effective in attracting
and culturally aligning candidates but ineffective in accurately assessing actual qualifications and
interpersonal capabilities.

RECOMMENDATIONS AND IMPLICATIONS
For HR leaders, five actionable recommendations emerge. First, invest disproportionately in employer

brand authenticity over reach: the ROI on employer branding is primarily determined by authenticity
quality rather than content volume. Employee-generated content, realistic job previews, and

transparent culture communication outperform polished corporate videos. Second, develop structured
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social media-specific assessment protocols: given profile misrepresentation’s severity (mean = 4.11),
organisations should implement structured verification procedures including work samples, reference

verification, and skills assessments.

Third, address the digital divide proactively: high severity ratings for geographic digital exclusion
(mean = 3.93) indicate that social media-first strategies systematically under-source Tier 2/3 city talent.
Multi-channel sourcing strategies are essential. Fourth, use pre-hire social media engagement as an
onboarding investment: structured pre-hire content engagement programmes can convert candidate
engagement into measurable onboarding efficiency gains. Fifth, implement hiring manager training on
social media profile evaluation bias to address unconscious bias (mean = 3.75) and algorithmic bias

risks.

For policy makers, the digital divide finding (mean = 3.93) has relevance for India’s employment
equity agenda. Government programmes that improve professional digital literacy among candidates
from Tier 2/3 cities could reduce systematic exclusion from social media-first talent pipelines. As Al-
assisted sourcing tools become more prevalent, regulatory frameworks analogous to the EU’s Al Act
provisions on high-risk Al systems in employment contexts may be needed to ensure algorithmic
screening tools are subject to bias auditing requirements.

LIMITATIONS OF THE STUDY
This study is subject to several limitations. First, the cross-sectional survey design captures perceptions

at a single point in time and cannot establish causal direction. Longitudinal studies tracking social
media hire cohorts over their employment lifecycle would provide more robust causal evidence.
Second, all data is self-reported, introducing common method variance and social desirability bias.
Third, the sample is geographically concentrated in urban Indian professional contexts, limiting
applicability to Tier 2/3 city organisations. Fourth, the study does not distinguish between different
types of social media use — passive job advertising versus active employer branding versus Al-

assisted sourcing — which may have substantially different quality impacts.

CONCLUSION
This study provides robust empirical evidence that social media recruiting has a statistically significant

and practically meaningful positive impact on quality of hire in Indian organisations. The Adjusted R2
of 0.819 confirms that quality of hire dimensions collectively explains the overwhelming majority of

hiring manager satisfaction variance, validating social media recruiting as a strategic HR investment

1656
2026, IRJEAT Volume: 09 Issue: 04 | April-2026


https://www.irjweb.com/current_issue.php

C
Il!Z]J International Research Journal of Education and Technology
L \l Peer Reviewed Journal
IRJEAT ISSN 2581-7795

rather than a tactical channel choice. Cultural Fit emerges as the central mechanism through which

social media recruiting creates quality value, while the brand-reality gap emerges as the central risk.

The One-Way ANOVA findings add crucial nuance: social media recruiting effectiveness is not sector-
agnostic, with Manufacturing significantly lagging IT/ITeS across all quality dimensions.
Organisations in less digitally mature sectors should not benchmark their social media recruiting
expectations against I'T norms but should instead invest in sector-appropriate digital talent acquisition
strategies. The study’s multi-construct, multi-sector, ANOVA-enhanced design provides a
methodological template for future quality of hire research in emerging market contexts.
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