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I. Abstract : 

 
The Corporate world is using Social Media Sites (SMS) via different tools like Face book, Instagram, LinkedIn, Twitter, 
WhatsApp, YouTube, etc. The pros and cons of such tools have not been evaluated properly within the corporate work 

environment. SMS are being used extensively in the corporate all over the world . Human Resource (HR) refers to the 
practices and policies adopted by corporate to carry out the personnel aspects of the work, but some corporate are 
apprehensive to allow SMS access at respective workplaces. In current scenario, corporate should encourage the SMS 

related benefits which may improve the work efficiency and approach towards a positive work -life and job satisfacti o n. 
 

  Keywords: Corporate, Human Resource, Social Medi a, Web Technol ogy , Work Environme nt, Work-Life.   

  
II. Objective:  

The objective of this review paper is to highlight how HR activities are performed; the changes caused by the usage of 
SMS and portray the new challenges. It may be useful for HR practitioners as it highlights how key HR activities are being 
affected by the emergence of SMS. In view of the new challenges, HR Managers should use SMS as a complement of 

their activities, developi n g policies of use and monitori ng the behavi or of the staff working online. 
 

III.  Introduction: 

The sophistication of web technology has enabled large number of people to be linked on social media sites (SMS).   SMS  
have  been  used  by  different  members  of  society, including  people  of  all  age s  and  social  classes.    SMS may 
help users within Corporate, on collaboration and communication, but many Corporate are reluctant to permit SMS access 

within work- place boundaries. Although the use of SMS inside Corporate has brought several benefits, some Corporate 
are still blocking staff members’ access to external websites by arguing that time spent on SMS is not work related. There 
is a common belief among Corporate that staff members utilize the Internet services for personal reasons during work 

hours are passing time resulting in non-productivity.  
 

Within this context, this paper will present how the activities under the responsibility of HR (recruitment and selection; 
training and development; performance management; health & safety) have adapted to the emergence of SMS. More than 
pointing out the changes, this paper discusses the implications, by indicating the problems that can arise and how to 

overcome them. The emergence of SMS has improved the organization-staff relations.  This paper indicates the pros & 
cons involved in SMS use within the workplace. It begins with a discussion on SMS functionalities and how some 
Corporate are making use of them. It presents some HR activities. It brings forth the points that how SMS are affecting 

them. The new challenges faced by HR are also highlighted. 
 

IV. Literature Review:  

 
S.No Year Publisher Author Publication Findings / Analysis 

1. Nov-Dec. 

2014 

Business 

Horizons 

Maria Teresa 

Pinheiro Melo 
Borges Tiago, 
José Manuel 

Cristóvão 
Veríssimo 

Digital 

Marketing & 
Social Media. 
Why Bother? 

This study adopts the perspective of 

the firm to facilitate an understanding 
of social media usage as well as its 
benefits and inhibitors. The Internet-

based applications enhances efforts 
by allowing firms to implement 
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innovative forms of communication  

2. May 
2016 

REGE Marcos Hideyuki 
Yokoyama 

How social 
network sites 

have changed 
the employer–
employee 

relationship and 
what are the 

next challenges 
for human 
resource (HR)? 

This study shares that there are 
benefits and risks of using social 

media and we need to cautiously 
explore & implement the social media 
tactics within organizations. 

3. 2013 IRP Jussi Rämänen, 

Katrine 
Mahlamäki, Jukka 
Borgman, Mark 

Nieminen 

Human role in 

industrial 
installed base 
information 

gathering 

Data gathering and data quality in 

industrial context have been, to some 
extent, discussed in the existing 
literature. This paper explores the 

characteristics of the identified groups 
as potential data gatherers and 
provides our insights on how manual 

installed base information gathering 
utilizing multiple data collector groups 

could be approached. 

4. 2014 Procedia Eugenijus 
Chlivickas 

International 
cooperation 
and innovations 

for developing 
human 
resources 

system 

Elements of integration are inherent to 
the public administration specialists’ 
professional activity and this 

integration has a twofold expression: 
public administration specialists’ 
performance is always oriented to of 

other people or organizations; an 
important characteristic of public 
administration specialist’s activity is 

the combination of different activities 
which requires knowledge, skills and 

experience of different character. 

5. 2015 Procedia 
(Manufacturi
ng) 

D. Henshel, M. G. 
Cains, B. 
Hoffmanb, T. 

Kelley 

Trust as a 
human factor in 
holistic cyber 

security risk 
assessment 

Trust in the human factors is 
composed of two main categories: 
inherent characteristics, that which is a 

part of the individual, and situational 
characteristics, that which is outside of 
the individual. The use of trust as a 

human factor in holistic cyber security 
risk assessment will also rely on 
understanding how differing mental 

models and risk postures impact the 
level trust given to an individual and 
the biases affecting the ability to give 

said trust. 
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V. Methodology - Review of Articles & Research Papers: 

 
a. What are Social Media Sites? 

 

 Social Media Sites (SMS) are web-based services that allow users to build an individual profile for interaction with 
contacts. These platforms allow users to learn detailed information about contacts, share it with others and build online 
network. SMS complement the network of relationships present in the offline world by providing both the technical and the 

social infrastructure for social interaction. The identity information serves as  an adhesive, providing clues about the profile 
owner’ s social status , physical appeal, credibility , cultural tastes and political affiliation, besides other aspects of own self. 

 
The review of social news also allows users to follow the activities of connections and may reduce the number of barriers 
to initiating communication, both because potential commonalities are revealed and crucial information about others is 

provided. The size of one’ friends’ network on SMS can easily become much larger than offline networks, as technology 
facilitates greater connec ti on, and social norms may restrain refusals for friend reques ts . 
 

SMS are structured around a profile and a display of connections, but they may vary to the extent that they support 
additional services such as blogging (Live-Journal), audio-visual content sharing (Flicker, Last.FM, You-tube) or status 
updates and mobile connectivity (Twitter). Also, they can be directed to a specific audience, such as work-related 

connections (LinkedIn), romantic  relationship  initiation  (the  original  goal  of  Friend- ster.com)  or  ethnic,  religious,  
sexual  orientati on  or  particul ar content genres.  

 
The review on SMS has focused on the motivation for using it, its role on the creation of social capital and privacy 
concerns.  There is a lack of studies in the organizational context. Inside Corporate, information technologies with SMS 

features are changing the way HR departments handle record keeping and information sharing. The  HR  staff members 
use information systems to automate their work in  managing  staff member  records  and  giving  staff members  access 
to  informati on.   

 
a. Social Media usage within Corporate: 

 

Big Corporate houses like IBM, have developed internal SMS with the objective to allow staff members to reach out 
across team and division boundaries to connect with people with same interests. Similarly, Internal SMS may assist the 
development of internal communication, as it has the objective of keeping people informed and shape the organizational 

and administrative functions. To confirm the role of SMS within Corporate, the internal communication aims to listen, 
inform, mobilize, educate and maintain internal cohesion around the values of the organization, which can strengthen the 

image that staff members have of their own organization. SMS can help facilitate communication inside Corporate by 
overcoming existing boundaries and ignoring traditional structures that obstruct free flow of information, making it available 
to all. 

 
b. Social Media and Human Resourc e Management 

 

Human Resource (HR) refers to the practices and policies adopted by Corporate to carry out the personnel aspects of the 
work. In this section, some important HR practices are introduced and the changes caused by the emergence of SMS are 
discussed.  At the end of each topic, a summary table containing the main points is depicted sharing how HR activities 

were performed earlier. 
 

Recruitment and Selection: 
 

Recruitment is the practice with which the organization seeks applicants for employment. Selection refers to the practice 

by which the corporate shortlist candidates with the requisite knowledge, skills and other characteristics that will enable 
the organization achieve its goals. Sources  of  recruitment  can  be  internal  (promotion,  transfer, re-hires, job rotation) or 
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external (advertising, employment agencies,  executive  recruiters,  educational  institution  placement, internships, 

professional associations, referrals, walk-ins, etc.) Large companies use their corporate websites to request candidates to 
enroll in the recruitment process. Smaller Corporate can hire specialized websites to announce open positions or consult 
their database. With the emergence of professionally targeted SMS such as LinkedIn, HR managers search for qualified 

candidates or even annou nce new job positions on the website.  
 

The HR professionals can follow the candidate’s network connections to identify mutual friends.  It  is  possible  to  request 

the mutual friend to intermediate the first contact between the organization  and  the  candidate,  or  even  assesses  the  
candidate’ s technical and personal skills. Corporate are also using external SMS to suppl em ent the selection process.  

 
Keeping in view new concerns, it is noticeable that the existence of fake profiles, the reliability of posted information, and 
especially the privacy issue. SMS removes the privacy barriers that people keep between different aspects of their lives as 

it makes one’s connections visible to all the others. Disclosed information may be available for the entire network of friends 
and it may bring forth privacy concerns. Corporate need to respect the applicant’s privacy and understand that people may 
act differently depending on the context. Hiring based decisions cannot be based solely on the content posted on SMS.  

Candidates are safeguarded by legal rights and should have the chance to defend themselves. Moreover, HR 
professionals should check candidates’ identity (people with similar names), as well as people with fake profiles. The 
following  Table 1 depicts traditional function, SMS influence and new challenges in regard to recruitment and selection. 

 
 Table 1: SMS – Recruitme nt & Selection 

Traditional Function SMS Influence New Challenges 

Limited number of 

candidates 
 

Active search for 

qualified candidates 

Fake profiles 

Limited to informati on 
presente d on CV 

 

Check candi date’s 
profile 

Informati on reliability 

 Visualize candidate’s 
network connec ti on 

Privacy concerns 

 Ask for third party’s 
assessment 

 

 

 
Training and Developm ent: 

 

The term Training refers to the methods used to provide staff members, the skills they need to perform their jobs.  
Development involves acquiring knowledge, skills, and behavior that improves staff member’s ability to meet the 

challenges of a variety of new or existing jobs, including the client and customer deman ds of those jobs. 
 

Corporate adopting learning portals are putting more information into staff members’ hands, whenever they want it. 

Instead of limiting training opportunities to teacher-led conventional classes or to periodic training sessions.. Staff 
members can learn at their own pace, as & when they desire.  In multinational corporate, training overcomes barriers and 
is available globally. Corporate need to develop communication skills and train staff members on how to deal with cultural 

differences. 
 

The use of SMS may assist staff members on their training  and development, since it encourages interactions with others 

in search for problems resolution. However, as staff members use external SMS to discuss internal problems, there is a 
risk of information leakage. One message containing secret data, as well as photos or videos containing training 
confidential data can bring problems of information leakage. Another problem resulting from this increased access to 
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information is that staff members cannot evaluate which information is correct. In an environment where anyone can 

express his or her opinion, there is a risk to access dubious or even incorrect information. The staff member must use 
critical thinking to assess the validity of the informati on before applying it to the organizati on (Table 2). 

 

Table 2: SMS – Train ing & Development 

 Traditional 
Function 

SMS Influence New Challenges 

Limited number of 

candidates 
 

Teacher-l ed training / 

self-study 
 

Limited to Working 

Hours 

 Passive Training Geograp hical Barrier 

 Availability & Flexibility Communicati on Skills 

 Interacti vity & Speed Unauthori zed access 

to Informati on 

  Incorrec t informati on 

As depicted, SMS can be used as an auxiliary tool for the development of staff members’ technical and specific job-related 
skills. Corporate should train them on how to search for relevant information, select the appropriate resolution and apply 

this knowledge in their work.  In addition, Corporate must also develop communication skills in virtual environments, 
encompassing cultural differences in the case of multinational Corporate. Care with information leakage should also be 
considered. 

 
Perform ance Managem ent: 
 

Performance management is the practice with which Corporate ensure that staff members are working towards 
organizational goals.  The  manager  defines  the  staff member’s  goals  and  work, develops  the  staff member’s  skills  

and  capabilities,  continuously appraises the person’s goal-direct behavior, and then rewards him or her in a fashion that 
hopefully makes sense in terms of both the organizati on ’s needs and the person’ s career aspirati ons. 
 

The   performance   appraisal   provides   crucial information on which the supervisor can make decisions. It develops 
plans for correcting deficienci es , reinforces correct work and also serves as a useful career-pl anni n g   purpose.    
 

SMS can be used as a tactic to percolate & achieve organizational, department and staff members’ goals. The purpose of 
information sharing is to inform people about a decision, direction or strategy with the goal of getting recipients to buy into 
the idea. In addition, a staff member who has clarity about the organization’s strategic objectives tends to establish 

professional and personal goals that are more aligned with the organization. SMS can also be used as performance 
indicators:  

(a.) time spent by the staff member in SMS may be an evidence of procrasti nati on;  
(b.) number of customer complaints on SMS as well as comments involving the organization name may indicate the level of 
customer satisfac ti on.  

 
The Content posted on SMS permit that HR professionals can observe the staff members and provide support to them on 
management decisions. Corporate may follow staff members’ behavior on SMS, and based on information collected on 

LinkedIn, for example, HR people can identify which staff members are investing in their careers through classes (language, 
leadershi p, managem ent) and even who are dissatisfi ed with the work and seeking for new opportuniti es in other Corporate.  
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Table 3: SMS - Performance Management 

 

Traditional Function SMS Influence New Challenges 

Transparency Workforce Monitori ng Procrasti nati on 

Alignment of Goals Performance Indicator Custom er Informati on 
Leakag e 

 

To avoid such behaviors, corporate need to promote job satisfaction – a pleasant feeling resulting from the perception that 
one’s job allows for the fulfillment of his or her work values. In current scenario, Corporate need staff members who are 
fully committed to their work. Work engagement is a positive, fulfilling work-related state of mind that is characterized by 

vigor, dedicati on, and absorpti on. 
 
Health & Safety: 

To ensure safe and healthy work environments, Corporate need to focus on vulnerable workers, those who are  
unprepared  to  deal  with  hazards  in  the  workplace,  either due to lack of education, protective equipment,  physical  

limitations,  or  any other factors . 
 

SMS have become a means of communication by which staff members can directly connect with everyone, including 

those in management positions. Thus, SMS may help in reducing hierarchical barriers and build inter-department & intra-
department work relationships, which can facilitate the flow of information. SMS can support Corporate in conducting 

surveys for assessment of staff member’s personality. Online surveys reduce the time between asking a question and 
receiving the output as compared to manual surveys.  If managers spare time to review the results, the organization can 
act on them quickly, thereby projecti n g the significant role of the staff members in decision making process. 

 
Table 4: SMS – Health & Safety 

 Traditional Func tion SMS Influence New Challenges 

Limited to physical 
presence 

Increase social capital Overexposure 

Limited to Working 

Hours 

Reduce Barriers Inappropri ate Content 

 Means of 
Communicati on  

Cyber Bullying 

 Workforce Monitori ng 

(Dissatisfac ti on) 

 

 
The usage of SMS may include the management of contacts in groups and the controlling of who can have access to 
certain content; the creation of different profiles for each circle of contacts; or simply discretion regarding the content of 

publications. Corporate should also monitor staff members’ online behavior to detect cases of cyber bulling, since it may 
affect workforce health, stress and engagem ent.  

Conclusion : 

 This paper has depicted how the activities under the gamut of HR have adapted to the concept of SMS. Many 

developments have already taken place or are still in process of changing within Corporate. This paper is an 
initiative to depict to the corporate world that SMS are an extension of people’s social activities and it makes no 
sense to prohibit their use. As HR carries out the personnel aspects of work, it is clear that SMS should be used 

as a complement to HR activities of recruiting, selecting, developing, evaluating and engaging people. SMS are 
online platforms that enable people to construct relationships through online communication and exhibit the 
consequences of these interac ti ons. 
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 Every organization needs to develop a policy for SMS for creation of procedure and discipline. The benefit  of  

having  a  code  of  conduct  and  disclosure  policy  is  the clarity  on  how  the  organization  expects  staff 
members  to  behave  in these kind of environments, taking into consideration aspects of identity  transparency,  

responsibility,  confidentiality  and  common sense. HR professionals should train the whole workforce in apprising 
the guidelines of using the social media in  their  routine tasks,  understanding the  organization  objectives,  and  
how  Social media  is  going  to  help  accomplish the defined  objective(s) .  

 Corporate  can reduce  the  costs  to  acquire  new  equipment if  staff members are allowed to bring  their  own  
devices,    but,  at  the  same time,  they  have  to  invest  on  technological  infrastructure,  as staff members will 
consume network bandwidth. These Corporate should formulate a policy for device utilization that involves legal 

department,  as  well  as  IT  and  HR,  since  there are chances  of  information leakage. This policy should also 
cover guidelines as to which online applications will be available for which categories of staff members along with 
the manual for implementation of such applications on work  related devices. 

 
To conclude, it is significant to mention the role of SMS in the international context. Since geographic barriers no longer 

exist in virtual environments, multinational Corporate should exploit this benefit in order to engage subsidiaries’ staff 
members and build an organizational reputation. These Corporate can explore the diversity of background, stimulate the 
development of new technologies and manage world-spread knowledge. It can collaborate in the management of 

Internati onal Human Resource. 
 
Result : 

This paper has done analysis on as to how social media sites have brought new challenges for HR professionals. This 
review study brings theoretical contribution to the literature due to the lack of previous research about the utilization of 
SMS in the organizational context. It highlights how HR activities are being affected by the emergence of SMS. HR 

managers should use SMS as a complement of their activities, developing policies of use and monitoring the online 
behavi or of the corporate workforce. 
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