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Abstract. The rapid development of technology on businesses activity nowadays increase
the growth of electronic commerce and mobile commerce user globally. Analysts predict
that total work force will keep on raising in worldwide and companies will escalate the
investment on development of electronic commerce and mobile commerce activity. The
aim of this study isto explore the behavior and characteristic of work force on mobile phone
through social media platform and mobile application. To implement this study, the
researcher need the data about characteristic and behavior of work force who use social
media platform and mobile application in ten big cities in Indonesia. The data of
characteristic of work force consists of age, sex, education, occupation, the number of
family members, income per month, and marital status.
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1 Introduction

Recruitment is the process of attaining a pool of candidates who will be the position
following the Selection part. Recruitment with Selection process, is one of the most classical area
of organizational psychology strategy and research. The importance of gaining the most skilled
and good workers has led to changes in the process to be a good organization (Saks, 2005).

Recruitment is an activity of attracting, filtering and selecting a pool of candidates
(employees most suitable in skills, experience and competencies). Conventional recruitment
processes spend more time and money and the best organizations hire the best employees at the
lowest cost. This is a necessity in competing for a competitive advantage in the industrial world.
Over time, the recruitment process has changed from conventional methods to methods by
applying technology such as through website-based recruitment, job street, and social media.

The Linkedin Social Media App is a professional Social Media platform with 443 million
users in around 200 countries. By using LinkedIn's professional social media as a tool for
recruitment, job seekers and companies who need labor will be facilitated. The method used in
this study is to determine the suitability of job seekers with the criteria required by the company
in the context of the workforce recruitment process. Data collection will be used for job seekers
in the Jababeka Industrial area and will be adjusted to companies in the Jababeka Industrial area.

The expected output from the implementation of the Linkedin social media application as a
recruitment tool is expected to save time and recruitment costs that are usually incurred by
companies in the search for labor. The application of this research is expected to be a solution
for job seekers and companies in the industrial area in the labor recruitment process, so that
efficiency can occur in the recruitment process. The results of this research will be published in
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the National Journal and National Seminar Proceedings.

Social Media as a recruitment tool has many advantages such as providing access to
prospective employees with different competencies and skills (Doherty, 2010). The
Implementation of Media Social Application as a recruitment tool also provides a more
attractive technology to use. (Galanaki, 2002). The recruitment process has not proven its
accuracy and fairness and the selection criteria are not necessarily the same between companies.
The information displayed is very important to choose and is often inaccurate with industry
needs and workforce user satisfaction (Sylva & Mol, 2009).

The Linkedin Social Media application is a professional social media platform with 443
million users in around 200 countries in the world. Linkedin's mission is to support companies
in need of manpower and recruiting (acquiring talent and recruiting talent pool (talent pool),
marketing and sales (increasing the social sales efforts of social media users). Linkedin also
provides recruiting companies with advice for recruiting organizations. The key to the Linkedin
platform as a recruitment tool is to build relationships with candidates long before they apply to
employers.

2 Literature Review

While into to the globalization era, the researcher found some previous academic research that
related to this topic which focus on Strategic Management in an Human Resource context, and
this framework in this study was developed before by Bruettner (2014) for social media
recruitment that includes the entire organizational environment and the workforce in it. This
framework constructed will be broken down into sub-fit with the appropriate consisting of
three except the discontinuous sub-fit, which together cover almost the entire fit of the
organizational environment (Kristof-Brown, 2005). This sub-fit is The suitability of the
people's organization environment, Group suitability of people andCompatibility of work
with people

Employees are those who meet the needs of the organization with a culture that matches their
personality. A macro-level assessment of person-organization suitability is indicated and
according to the rules carried out by consulting firms such as HRD (Human Resource
Development). Person group suitability assessment (medium level) was related to social
interaction (communication style and group roles) in group work between co-workers. In most
companies, the recruiter (HRD) evaluates this suitability through some specific interview
question. Finally, at the micro level, recruiters evaluate person-job suitability based on the
candidate's skills, knowledge and abilities as well as the specific job demands. This is usually
done by an in-person examination of the candidate's CV, testimonials and reference letter
along with a job description. An investigative overview of this research and further subfit can
be found in publication by Buettner (2014).

2.1 Human Resurce Department



The Human Resource department (HRD) is especially active in recruitment and selection
activities as one of the eight core Human Resource function (Buettner, 2014). By Focus on
this concept, classic Human Resource consulting organization can propose a set of job specific
candidates suitable for hiring organization. By searching for candidates was very time
consuming and many cost. This approach provides Human Resource consultant with the
opportunity to receive recommendations from suitable candidates based on social media
analysis for personality related information can be found. In the first step, the hiring
organization asks the Human Resource consultant organization to find a specific employee
and then they submits the organizational culture profile to fit the HR consulting organization
(step two). After that step, Human Resource consulting firms are looking for candidate or
accepting applications from interested people (step three). Step four consists of request the
Human Resource consulting organization for a personality assessment using a personality
prediction web service sending the candidate's personality trait to the Human Resource
consulting organization which select the most suitable applicant and submitting this applicants
including the culture personality fit score to organizational recruitment.

2.2 Media Social Implementation

Previous research on conventional recruitment appears to lack practice and little knowledge
of job seeker criteria and reactions to internet recruitment processes although there are some
that are relevant to Human Resource Management practitioners and among job seekers (Sylva
& Mol, 2009). Social media platforms, such as facebook, twitter and Linkedin, are change
human interactions and the how people access personal information in an evolving online
environment. Media Social we called Linkedin for example, is an example of unsustainable
innovation - new products that shape new patterns of behavior (Assael, 1984) and influence
the way human resource (HR) professionals recruit, screen, recruit, and lay off employees
(Brandenburg, 2008; Brown and Vaughn) 2011; Clark and Roberts, 2010; Davison et al.,
2011). As has been done by Davidson et al. (2011), "Technology is currently set to
revolutionize the way human resource management (HRM) is done".

Some research by famous practitioners in Global era suggest that the increasing use and many
interest in Social Media platforms, such as Facebook, Twitter and Linkedin, there is an
ambiguous understanding of the term "social media". Kaplan and Haenlein (2010) describe
Media Social as a group of Internet base application that operating on the basis of Web 2.0
and user generated content. Driven by the technical, increased hardware capacity and access
to the Internet, economic and social (eg, Generation Y engagement with technology)
influences of Web 2.0 (Kaplan and Haenlein, 2010), Social Media adoption has been
exponential information. Recent data by practitioners show that the majority of male
respondents (63%) and female respondents (75%) Internet users use most the Social Media
platform (Pew Internet, 2012). Although Social Media application are originally developed
for social reasons, businesses now using these apps to interact with customer and potential
employee in platform online space.
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The research method used in this study describes a systems approach or model of input,
process, output. The input of this research includes the suitability of person to
organization, person to group, and person to work. On the other hand, the process is
social media, Linkedin, and the result is a match between the candidate and the
integrated recruiting organization. The analysis tools used are Factor Analysis and Path
Analysis, namely the analysis of research variables by connecting between variables
to determine suitability.

Specifically, respondents in this study included needs, values, goals, personality,
knowledge, competence, skills, abilities, and individual demographics needed by the
industry in the Jababeka industrial area. In particular, people - organization suitability
consists of the conformity of people to organizational climate and organizational
culture; the person - group fit consists of the fit of person with group relationships with
each other, peers, supervisors and subordinates; the person - job fit consists of the type
of work, work load demands, work environment, career path, compensation, quality of



life, health and well-being.

The process is Linkedin which is a professional social networking and career
development website which is used as a popular tool in recruitment, selection and
recruiting. Finally, the output is an integrated match between the candidate and the
recruiting organization that will result in high performance.

The research consists of three parts. The first part of the questionnaire consists of
filtering questions to select respondents who fit the inclusion criteria, namely
respondents who use the Linkedin social media application to find work. The second
part of the questionnaire is related to questions about research variables which consist
of six tables. The second part is collected through a Likert scale consisting of 6 levels,
namely STS (Strongly Disagree), TS (Disagree), ATS (Somewhat Agree), US
(Somewhat Agree), S (Agree), and SS (Strongly Agree). The third part of the
questionnaire consists of questions in the form of respondent demographic data. The
data collection process begins with a word test on the questionnaire, pre-test the
questionnaire, then begins the distribution of the questionnaire. The word test on the
questionnaire was conducted to test whether the sentences in the questionnaire were
neatly arranged according to EYD (Enhanced Spelling). A pretest questionnaire was
conducted to test whether the questionnaire was ready to be distributed. The
questionnaire test was conducted by testing the validity and reliability of the research
questionnaire.

Sampling method

Respondents in this study were selected from industrial sectors in the Jababeka
Industrial Area which are grouped into manufacturing, trade, education and health
clusters, especially in the Jababeka Industrial Area. Determination of five clusters to
determine the difference between respondents in one company area and responses in
various industrial fields. The choice of company was determined at the time of the
research that there were not many outside options because the Covid-19 Pandemic was
happening so it was difficult to find work outside the area.

4 Result and Discussion



The Result of this research show that Media Social in nowadays works life is important.
Based on the research, social media become valuable platform and source of information. The
major positive impact by profiling personal advertisement. In this paper, we tell an approach for
utilizing social media as Human Resource consulting platform. We proposed this platform for
Human Resource recruitment application, selection based on automated assessment of
personality organization environment fit. The platform show us that personalization trait can be
automatically derived from social media usage. The personality culture fit can be automatically
computed and optimized so that the higher job performance, job satisfaction, organizational
commitment and lower employee turnover.

The legal and ethical problem can be analyses based on information directly. We can
established a new business process so Human Resource consulting department can implement
the human resource strategy effectively. In the other hand, many company can provide the
platform to small and medium organization. So, the integration of third party overcome legal
and ethical issues.
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