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Abstract
Social media is the greatest resource of modern organizations for promoting the engagement of the employees in their workplaces. With the features of instant communication and collaboration, interaction, and team work, social media becomes an innovative tool of developing relationships with employees, increasing employee morale, and creating a harmonious work culture. This is because various companies can reach out to people and share opportunities to share their ideas, accomplishments, and how things are within the organization via LinkedIn, Slack, and Yammer. Integration of social media supports real-time feedback and recognition; the work environment is maintained over a positive platform. Employee engagement opportunities allow employees to engage in open dialogue with leadership and peers on the job, share professional milestones, and access resources that support personal and professional development. Social media assists in bridging geographical distances, thereby supporting remote teams' engagements and alignment with the organization's goals and aims. The study was conducted on HR Consultancy Firms in Bangalore with a 200 sample of employees at various designation. The study has analyzed three features of social media (Visibility, Persistence & Editability) affecting employee engagement. 
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Introduction
The time period of social media was begun in 1997 where people from across globally created their personal profiles at SixDegree.com so that they could looked into the job opportunities and interact with their friends (Boyd & Ellison, 2007). Gradually, blogging platforms like Blogger and Live Journal in1999 were designed Wikipedia, in 2003, Myspace, etc. Technologies broadly thrived, and social media acme into existence in 2008  from a tech-savvy domain into the mainstream Shirky. According to the report submitted by McKinsey that approx. 65% of organizations use social media for their operating functions  and  to motivate  towards excel performance of their employees Bughin & Chui, 2010. In 2013, when organisations come to know that social media integrates technology into recruitment, knowledge sharing and professionally development of employees. At present, social integration is the standing instruction of all organizations. Employee engagement is a tool to make aware of their employees about the success and tehri well being so that positively they can do the best of their organizations. 
The idea that employee involvement would improve the organization's performance was initially put forth by Kahn (1990). His argument was that workers will strive for their organization's success because they desire to work for reasons other than "they get paid to do it." A variety of outcome metrics, such as customer happiness, profit, productivity, turnover, and safety, have been found to have low to moderate associations with employee engagement, according to Gallup research. Harter and associates (2002). Low levels of employee engagement are regularly linked to poor performance, according to research. Indeed, it has been discovered that highly engaged workers are twice as likely to be high performers. Research by Taleo (2009).
Social media tools provide some different ways to fill the communication gap, especially among geographically dispersed teams. Through open communication, opportunities for recognition, and the opportunity for real-time collaboration, social media tools ensure that employees are in alignment with the goals and values of the organization. It helps employees to feel valued and listened to, thus enhancing their emotional buy into doing work for their employers. It makes social media open forums across hierarchies, which fill the gaps that exist between leadership and employees, in addition to ensuring inclusivity and cooperation. Informal communication, which entails building closer relations with fellow employees, allows them to feel a sense of belonging to the workforce while doing work.
Another important area is how social media enhances innovation and creativity. The designated channels for ideation, solutioning, and knowledge sharing empower the employees to meaningfully contribute to organizational growth. Another important factor is the contribution of social media to diversity and inclusion. By providing open dialogue opportunities and representation for employees from a diverse background, the platforms allow an employee to represent his or her views. That sense of equality and respect encourages employees to join the organization, so it is quite an important feature of employee engagement.
Rationale of the Study
The study is conducted on the employees of HR Consultancy Companies where social media have a huge pathway to provide solutions, services and lending its expertise to other prospects organizations. Social media is a platform through which HR consultancy companies can address the evolving needs of their workforce. Platforms for real-time interaction, recognition, and knowledge sharing are available through social media to help create a connected and engaged workforce. It will explore how these tools help bridge communication gaps across geographically dispersed teams, cultivate open, constructive employee and leader dialogue, provide opportunities for professional development and skill building, and bridge all forms of workplace and management gaps. This study aims to explore the role social media plays in creating a sense of belonging among employees in an industry where collaboration and innovation are central.
This study determines features of social media—visibility, persistence, and editability—are most impactful in generating engagement in the HR consultancy sector. The strategic value of social media in enhancing employee engagement has emerged as the final aim of this study. Essentially, this will contribute toward the increasing literature regarding digital tools within the workplace management, and it aims to offer some practical recommendations for companies engaged in HR consultancy aiming to integrate these platforms into their engagement strategies in order to improve organizational outcomes, thus further strengthening their position as leaders within the domain of HR.
Literature Review
Kahn (1990) specified the basic necessity for employee engagement that works on three components that is; meaningfulness, safe spaces and availability. In those days the traditional working expects aforesaid components so that discussions would be meaningful and conducted in safe places and employee availability is required for the smooth functioning of any organization. Gradually the aspects can turn up by social media where employee are easily engaged in assignment. Kaplan and Haenlein (2010) mentioned in their study about the digital platforms where virtual conversation are being taken place. These are helpful in driving the attention of employee towards the completion of tasks by engaging them in various activities without wastage of time and other resources. Similarly, the Manager Erin Dick, of Health & Wellness strongly supported the use of social media that can drive to performance, productivity and improvements in employee engagement. 
Gigi and Umarani (2013) stated that though the medium of social platforms, employee can speak up for the benefits of organizations and also it is a powerful tool to interview the aspirants in examining their potentialities to do the tasks. Parry and Solidoro (2013). On the other hand, Roy (2013) also shares her experience on using social platforms to foster new ideas and people feel more connected with each other on one goal that is benefitting the organizations.  The Report by Deloitte (2019) presents a virtual tool for collaboration and innovation for the human approaches. These technological advancements have fruitful bearings for engaging employees and alien the global team integration. Gallup's report (2021) presents evidence-based findings about the global employee engagement scenario and the significance of technology and social media in ensuring workplace well-being. Trends and challenges such as declining trust and remote work, among others, are pinpointed in this report, with an emphasis on communication platforms. Actionable insights into the engagement gaps and a sense of community can be found through social media to address such issues. Honoria Samson (2017) stated that Social media has completely altered the landscape of communication and business, yet businesses are hesitant to embrace these changes. The new technology gives organizations a foundation for using social media in many facets of their operations. This essay makes an effort to comprehend the idea of employee involvement with regard to social media use both inside and outside the company. The study is based on earlier research that was conducted to determine how social media affects employee engagement and how internal social media use can impact both current and prospective employees.
SHRM article (2021) outlines practical strategies for integrating social media into employee engagement efforts focusing on real-time recognition, open communication, and collaboration tools. This is a useful resource for the HR professional who is looking for actionable tips. Hootsuite (2022): This blog post from Hootsuite discusses the role of social media in fostering engagement, emphasizing how it can create connections and humanize leadership. Its focus on specific platforms and features makes it a practical guide.
The article in HBR (2023) delivers a high-level analysis of how organizations can apply social media for engagement, by building trust and inclusiveness. Its insights are very relevant for leadership strategies.  Recent advancements indicated the growing use of social media in facilitating employee engagement for HR consultancy companies. Firms are using social media to enhance communication, collaboration, and community across employees. Companies such as Tesseon were equally noted for attempting to use social media to facilitate employee engagement initiatives. SHRM VENDOR DIRECTORY (2025) 
Furthermore, the "Gen Z whisperers," young advisers who help companies understand and appropriately interact with their Gen Z employees, affirm the need for social media in modern HR practices. These advisers help organizations navigate the exclusive preferences and ways of communicating of the younger employees, who mostly attach engagement to social media. (The Guardian , 2024)  HR consultancy firms also focus on the digital transformation strategies that help involve social media tools to facilitate greater employee engagement. For instance, Thrive HR Consulting is one of such companies that specializes in developing HR digital transformation strategies with assistance from services using social media sites to enhance communications among employees. (THRIVE - HR CONSULTING, 2025)  These trends point to an increasing perception of social media as an essential lever for promoting employee engagement in HR consultancy firms.
Research Gap
Social Media in Sharing Knowledge and Team Collaboration Human consultancy firms are also dependent on experience and knowledge exchange. Social media are characteristically informal sites, which somewhat blur professional standards and personal or private life boundary lines. Even less is any research about exactly how the respective HR consultancy concerns balance this out - to maintain good engagement levels combined with upholding professional standards. Although the advantages of social media have been discussed profusely, other challenges relating to data privacy, digital burnout, and the management of the diversity of platforms have yet to be adequately developed within the boundaries of HR consultancy companies. Studies need to take up these hindrances and supply concrete solutions. Many HR consultancy firms operate globally and have diverse teams spread across various cultural contexts. However, research on how engagement strategies on social media differ regionally and across cultural settings in these organizations is quite limited. Based on these findings, the strategic way in which a company will successfully use social media to drive up employee engagement by HR consultancy will be highly elucidated. However, more related theories and actual working applications that future research must produce will steer all these firms using social media effectively as an enabling tool of its workforce strategy.
Objective of the Study: To examine the impact of Social Media Features (Visibility, Persistence & Editability on Employee Engagement in HR Consultancy Companies.


Research Methodology
The study is analytical in nature and determining the social media features. Through the self-constructed questionnaire containing 15 statements based on five point scale representing components of social media and employee engagement. he structured format ensures that the data collected reflects a comprehensive understanding of the employees' perspectives.  The sample area was Bangalore where selected HR Consultancy Companies’ employees for the study. The sample size was 200 and convenience method was applied. The Companies are: Deloitte, ManpowerGroup and Ernst & Young (EY). These companies were picked because of their substantial presence in the HR consulting industry, their proficiency with cutting-edge digital tools, and their capacity to embody worldwide trends in employee engagement strategies.
Results
H01- There is no significant impact of Visibility (Feature of Social Media) on employee engagement.
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The correlation coefficient (R) in Table  was 0.724, indicating a favorable correlation between Visibility (Feature of Social Media) and Employee Engagement. (R²) value of 0.524 revealed that 52.4% of the variations in Employee Engagement could be explained by changes in Visibility (Feature of Social Media). This led to the rejection of the null hypothesis The result showed that the model’s F-statistic was 8.06, that the model was a good fit for predicting Employee Engagement. 

H02- There is no significant impact of Persistence (Feature of Social Media) on employee engagement.[image: ]
The correlation coefficient (R) in Table  was 0.680, indicating a favorable correlation between Persistence (Feature of Social Media) and Employee Engagement. (R²) value of 0.462 revealed that 46.2% of the variations in Employee Engagement could be explained by changes in Persistence (Feature of Social Media). This led to the rejection of the null hypothesis The result showed that the model’s F-statistic was 7.11, that the model was a good fit for predicting Employee Engagement. 

H03- There is no significant impact of Editability (Feature of Social Media) & employee engagement.
[image: ]

The correlation coefficient (R) in Table  was 0.790, indicating a favorable correlation between Editability (Feature of Social Media) and Employee Engagement. (R²) value of 0.624 revealed that 62.4% of the variations in Employee Engagement could be explained by changes in Editability (Feature of Social Media). This led to the rejection of the null hypothesis The result showed that the model’s F-statistic was 14.85, that the model was a good fit for predicting Employee Engagement. 

Findings of the Study
Employees often work in collaborative teams, where ideas and documents evolve through various stages. It can be edited so that shared reports, presentations, and strategic documents allow for continuous involvement and refinement. Employees are more likely to have a sense of ownership and accountability over the content they can edit and contribute to. Organizations depending on knowledge-sharing practices and client-facing expertise on the part of consultancy firms stand to benefit greatly from these features. Employees are more likely to participate in collaborative projects if their contributions will be recognized (visibility), can be accessed and utilized by others at a later point in time (persistence), and will continually be improved by the team members (editability). Social media is made to enhance the sense of belonging and community within HR consultancy firms by way of visibility and editability. Since the contribution of employees cannot be seen to hold value, their sense of belonging towards other peers and the entire organization is enhanced when value is attached to their contribution towards company goals. Such features provide an environment where employees feel valued, connected, and actively involved in the organizational process. In this manner, by utilizing these aspects of social media appropriately, HR consultancy companies can promote more collaboration, knowledge sharing, and long-term engagement among their workforce. Future research could explore additional features of social media or examine how these findings vary across different organizational structures within the HR consultancy sector.
Conclusion 
Social media usage among working people is increasing; businesses need to stay up or risk missing out on a significant chance to obtain feedback, creativity, and insight. According to research and case studies, social media use in change programs can be extremely important for both achieving the goals of significant change projects and developing a more engaged and effective staff.  Visibility makes information available for employees to view organizational goals, updates, and achievements in real time. This fosters trust, causes inclusiveness, and aligns individual efforts with objectives. Persistence also allows organizations to build a digital repository of interactions, knowledge, and feedback; it intensifies organizational learning and ensures that the momentum built through employee engagement can be kept moving. Editability enables employees to contribute actively, making them co-create by fine-tuning shared content and encouraging ownership and collaboration. All of these features make a lot of difference for managing different and spread out teams within the HR consultancy. Social media tools allow creating work environments where participants feel important and connected by interaction.
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