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Abstract

Recent developments in social network mapping software have opened up
new opportunities for human resource management (HRM). In this
chapter we discuss how social network mapping information may
provide critical inputs to managers for increasing the effectiveness of
their HRM programs.

Introduction

Inaknowledge-driven economy, returnson effective management of human
capital arelikely toexceed thoseavail ablefrom moreefficient management of
financial and physical assets. In order to realize these returns, however,
companiesmust go beyond notionsof productivity and cost effectiveness, and
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devel op new approachesand management techniquesto tap theknowledge,
intellect, and creativity used to achievethese outcomes. M apping and under-
standing social networkswithinan organizationisan approach to understand
how social rel ationshipsmay affect businessprocesses. Network perspectives
build onthegeneral notion that economic actionsareinfluenced by thesocial
context in which they are embedded and by the position of actorsin social
networks (Granovetter, 1985). Research on social networksindicates that
network structureand activitiesinfluenceemployeesand affect individual and
organizational outcomes(Sparrowe, Liden, Wayne, & Kraimer, 2001), and
provides motivation to explorethisrich field for possibleinputsin human
resource management (HRM) activities. Inthischapter wesuggest waysin
which social networkscan beanalyzed using network mapping softwareand
how sometheinformation derived can beused meaningfully for HRM.

What do networks within organizations|ook like? How do we efficiently
construct and analyze mapsof these networks?What effect dothesenetworks
have on HRM activities? What opportunities exist to use social network
mappinginformationtoimproveHRM activities? Thesequestionsaresignifi-
cant for organizations that want to manage their social and human capital
efficiently and effectively. Giventhat vigorousnetwork activitiesusually take
placewithinorganizations, andthat social capital may haveadirect bearingon
human capital management, it becomesimportant to examinehow thesesocial
processes affect HRM activities. Recent developmentsin social network
mapping softwarehel p organi zationsto discover and analyze network struc-
tures. Whilesuch softwarehasbeen availablefor quitesometime, only recently
have high-quality toolsbecomereadily accessibleto mainstream business
users. Partly thisisbecauseof improvementsincomputing power (i.e., modern
computersaremore capable), but therehasal so been significant improve-
mentsin the functionality and usability of the software. Our discussion
highlightsthe capabilitiesof someof these software applications, aswell as
theirimplicationsfor variousHRM functions.

What are Social Networks?

The social network theory (Uzzi, 1996; Ibarra, 1993; Granovetter, 1973,
1985) emphasizesthat human decisionsare, toalargeextent, functionsof the
tiesbetween people(Burt, 1992). Individual sobtain support, information, and
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power fromthenetwork structurearound them and fromtheir positioninthe
network. Factorsthat determinetheinfluenceof asocial network ondecision
makingincludeaccessibility tonetwork, network structure, theactorsinvol ved,
andthelocation of thedecision maker inthenetwork (Burt, 1992).

Whiletheinfluence of social networkswithin organizationshaslong been
acknowledged, itisonly recently that onecould quantify and visualizesocial
networksof substantial size. Tounderstand thecomplexity of thetask, let us
consider thevariousstructural measuresthat can beappliedto social networks.
Network structuresrefer toadefinableset of relationships, whichholdtogether
anumber of objects(or people) injuxtapositionwithoneanother (Burt, 1992).
Thesestructuresarecharacterized by rel ationshi ps, entities, context, configu-
rations, andtemporal stability. Someof theindicesand dimensionsthat express
outcomesof network are:

frequency of interaction among the contacts;
*  structural holes Or non-connectivity between contacts,

*  centrality,whichreferstotheextenttowhichanindividual couldreach
othersinthenetwork through aminimum number of links,

*  criticality,whichreveal sthedegreetowhichanindividual’ spositionwas
crucial totheflow of materialsintheworkflow network;

*  transaction alternatives, which refersto whether or not redundancy
wasbuiltintothesystemintermsof inputsto particular individualsand
their output to others,

*  reachability, whichfocuseson how many linksacommunication must
flow throughto get from onenodeto another;

*  connectiveness,whichreferstowhether or notall of thepossiblelinkages
inanaggregatearebeing utilized;

* inclusiveness, which refersto the number of pointsthat are included
withinthevariousconnected partsof thenetwork; and

»  density of anetwork, whichisdefined asthe number of relationships
expressed asaproportion of themaximum possi blenumber of relation-
ships.

Clearly, withsucharichvocabulary of quantitativetermsusedto describejust
the structure of anetwork, there is much more to network mapping and
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analysisthan constructing afew diagrams. Cal culating even one measure
manually would be quitetediousand error-prone. Thus, network analyses
arealmost alwaysperformed using specialized software, the subject of our
next section.

Social Network Mapping Software

Figure1summarizesthecommonfeaturesof network mapping software. M ost
social network analysissoftwaresupportsat | east oneof threefunctions: data
collection, descriptivemodeling, and decision support. Datacollectionisthe
most fundamental requirement. Generally, theinput datatakeson oneof two
forms, depending onthefocusof theanalysis. For perceptual or egocentric
data, thetraditional methodisto survey individual sabout themselves (age,
gender, etc.) andtheir rel ationshipsto othersintheorgani zation. If theobjective
isto provideaonetimeor occasional snapshot of the network, such methods
can work very well. However, for more frequent analyses, an alternative
methodisto collect interaction data(e.g., adjacency matrices) based on some
measureof activity between peopleintheorganization. Thedataistheninput
tothesoftwarethrough somesort of import utility. In somecases, theimport
utility canbeusedto collect activity datafrome-mail servers, instant messaging
gateways, and other “watering holes’ in cyberspace.

Descriptivemodeling, thesecondfunction, isusedto* map” thestructureof the
network. Quantitativemodel susedescriptivestatistics(e.g., centrality, criti-
cality, etc.) tomeasureglobal or local propertiesof thenetwork. For example,
IKNOW (2003) can cal culate measuresof centrality and prestigefor demo-
graphicgroupswithinalarger network. Similarly, UCINET (2003) provides
dozensof analytical models, ranging frommeasuresof criticality, cohesion,
inclusiveness, and similar quantities, to moreadvanced procedureslikecorre-
spondenceanalysisand multipleregressions. Visualization model sareal so
useful, particularly whenlookingfor useful patterns(e.g., centersof control)in
thenetwork structure. Two of themost common visual model sare network
“graphs’ (NetVis, 2003) that ook likestick and ball model sused in chemistry
classesand clustering diagrams (UCINET, 2003) that usetree shapescalled
“dendrograms’ or col ored scatter plotsto groupindividual swithinthenetwork.

Thelast and most advanced function of social network softwareisto provide
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Figure 1. Social network mapping software classification
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decision support tothosewho seek to alter or managethesocial network itself.
Providingthat thedatacoll ection processissufficiently automated, customized
reportscan beusedto detect trendsor unusual activity inthenetwork. They
may al so beusedinso-called what-if analyses, wherethenetwork isanalyzed
under variousscenarios. Sincein principleany descriptivemodel canbeused
asthebasisfor thereport, virtually any packagewill support thisfunctionality
tosomedegree. A somewhat moresophi sticated useof suchlongitudinal data
issimulation (SIENA, 2003), whichtriesto predict theevol utionandlong-term
behavior of thenetwork given certain network parameters. Typically, these
parametersareestimated from several snapshotsof theinteraction matrices.

A representative sampleof the avail abl e software packagestakenfromthe
INSNA Web site (INSNA, 2003) ispresented in Table 1. IKNOW (2003)
isaWeb-based packagethat usessurveystoelicit network data. Itisfreefor
noncommercial use, but you must contact the devel oper for acommercial
license. InFlow (2003) and NetForm (2003) are of fered aspart of consulting
servicesby thedevel opersandincludeaformal methodol ogy for conducting
network analysis. NetVis (2003) and SIENA (2003) are free packages
targeted at researchersthat support advanced statistical featureslikesimula-
tion. UCINET (2003) issimilarly advanced, but requiresacommercial license.

Aseventhissmall sampledemonstrates, social network softwareisquitea
diverselot, rangingfromrelatively simplenetwork mappersto comprehensive
methodol ogies to cutting-edge research tools. Further, each tool has its
strengths and weaknesses, making the choice of which to use somewhat
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Table 1. A sample of social network software

IKNOW InFlow NetVis NetForm SIENA UCINET
Data Collection
Surveys X X X X
Import Utility X X X X
Descriptive
Modeling
Statistics X X X X X X
Graphs X X X X X
Decision Support
Custom Reports X X X
Simulation X X
Software
Vendor Univ. lllinois | Orgnet.com | Netvisorg | NetForm Tom Analytic
Snijders Technologies
Platform Web PC Web PC PC PC
Free Download Yes No Yes No Yes Evaluation
Licenses Free Commercial | Free Commercial | Free Commercia
Commercia
Paid Support Yes Yes No Yes No Yes
Available

dependent onindividual needsand resources. If your needsareextensiveand
you havethebudget toaffordit, thenyou may want to consider softwarelike
InFlow or NetFormthat arebacked by consulting organizations. Similarly, if
you can'’ t afford consulting servicesand do not want to scal ethelearning curve
of themoreadvancedtoolslike SIENA or UCINET, thenyou may want to opt
for the simplicity of atool like IKNOW or NetViswhich, onceinstalled,
requiresvery littlemaintenanceor training.

HRM and Social Network Mapping

Social network theorists have discussed how networks provide access to
information and knowledge (Burt, 1992). Flow of information, power, and
status are the three major outcomesfrom social networks and the network
positionof anindividual or agroupfacilitatesthisflow (Sparroweetal., 2001).
FromtheHRM perspective, information onknowledge, power, and statusflow
can beinput for effectivemanagement of people. HRM activitieslikerecruit-
ment and sel ection, performance management, training and devel opment,
communication, employeerel ation, and compensation can usethisinformation
for better decisionmaking. Flow of knowledgetellsushow human, social, and
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intellectual capital aregenerated withinanorganization (Ibarra, 1993). Power
andstatusflowshel pHR managerstoidentify sourcesof motivationand greater
productivity. Thus, visualization of social networksand measurements of
network propertieswithinan organizationreveal informationthat may leadto
new frontiersinHRM functions.

Beforetheadvent of network mapping software, subj ective assessments of
social processeswere made by supervisorsand managers. However, recent
researchreveal sthat supervisors' assessmentsdonot correlatewith either the
perceptionsof theactual incumbent, or with critical work outcomemeasures
(Marchese& Delprino, 1998). Network mapping providesvisual aswell as
statistical representation of network structuresandtheactual flow of informa-
tion, providing amuch-needed quantitativetool for thistypeof information.
Depending onthetypeof softwareused, thisinformation canbecollected over
timefor several different occupantsof aposition sothat ageneric pictureof the
‘social’ requirementsof theposition emerges. Equipped withthisinformation,
themanager can makeabetter-informed decisionabout how to manage people
withinanorganization. Whilewecertainly do not wishtoimply that objective
datais better than subjective assessment, thereis a case for numbers and
picturesfrom actual datasupplementing qualitativejudgmentsfor greater
accuracy indecisionmaking.

Table2 showsthetypeof informationrelevanttoHRM from social networks
mapping and how they can be possible inputsin HRM processes. Social
networkswithinan organization canreveal informationrelatedtoajob, an
employee, agroup (team, department, unit, etc.), or thewholeorganization.
Wediscussinput fromsocia network mappingto each of theselevel swithinthe
organizationand theimpact of thisinformationon HRM functions. Indoing so,
wefollow our classification of social network software (Table1) and discuss
datacollection methodsand thedescriptivestatisticsthat arerelevant for the
HRM functionsand areinputsto decision-making processes.

Information Relevant to the Job

Social network mapping can beaval uable sourceof information for social
interaction activitiesassociated with ajob or position. Recent research has
highlightedthat evenfor a‘technical’ positionlikewebmaster, organizational
and management skillsarecritical and can makeadifferencein performance
(Wade& Parent, 2002). Social interactionisamajor requirementinorganiza-
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Table 2. HRM and social network mapping
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tional skills. Thereforemapping of the‘ social” interaction requirementsof ajob
hel psmanagerslearn moreabout it and may providecritical informationthat
constitutesthejob description of aposition, either formal orinformal . Data
collectionfor suchinformation may beperiodical, althoughtemporal datais
needed to get astable pattern for the social aspect of thejob.

Job-relatedinformation provided by social network mapping canbeof several
types. What isthelevel of interaction requirement of thejobinrel ationto other
jobs/positions at the same or different organizational levels (frequency of
interaction)?Complex interaction patternswoul d reveal ahigher requirement
of people-related skills, whilesparseinteraction may indicateeither technical/
specialized skillsor lower skill requirements. Structural holes—that is, the
distance between the network contacts— isalso relevant for describing a
position. Are the network contacts far apart or close together? Far-flung
networksmay indi cate cross-functional interaction requirements, sometimes
acrosshierarchical levels, whiletightly knit networksindi catehomogeneous
work groups. Centrality of thepositionisyet another critical dimensionthat
indicatesrequirement for | eadership abilitiesbecausetheincumbent may need
to exercisemoredecision-making capabilitiesif most of the contactsinthe
network arereferring back tothisposition often. All thisinformation provides
critical input for recruitment and sel ection processes, and hel psinchoosing the
‘right’ candidatefor ajob.

Job-related information provided by social network mapping can beusedfor
training and devel opment purposesaswell —toidentify current and future
training requirementsfor ajob. For example, central and critical jobshave
greater requirement for interpersonal training. Effectivesuccessionplanning, an
emergingcritical HRM activity (Burke, 1997), canal so benefit from network
information onjobs. Jobsthat aremorecentral and critical inanetwork would
require more planning for succession in case of turnover/retirement of the
currentincumbents. Network-based decision support toolsmay help to set
normativetargetsfor ajob usedin performance management processes. For
exampl e, transactionalternatives, adimens on of networks, show redundancies
inthesystemintermsof input to parti cular individual sand their output toothers.
Redundancies need to be optimized because of the trade-off between effi-
ciency (low redundancy) andflexibility (highredundancy). Performanceman-
agement processes need to incorporate these trade-offsin their normative
targets for job performance. In yet another function of HRM, employee
relations, identification of central and critical jobswouldhelpindetermining
better negotiation strategies, aswell asassi st in maintai ning aharmonious

Copyright © 2005, Idea Group Inc. Copying or distributing in print or electronic forms without written
permission of ldea Group Inc. is prohibited.



Social Network Mapping Software 77

relationship. Management canfocustheir effortsonthesejobs, and achieve
gresater efficiency inemployeerelations. Finally, network informationrelated to
jobcanalsobeaninput for compensation and benefit management processes.
By measuring thesocial component of ajob, managersget an opportunity to
reliably incorporatethe social componentsintheir compensationdesign.

Information about the Person

Whodoesanindividual interact with? Arethey strong or weak ties? Arethey
static or dynamicties?What typesof informationflow throughtheseties?Are
therepower and statusflow through theseties?How canthenetwork determine
performanceoutcomes? Thesearesomeof thequestionsthat can beanswered
by social network mapping at theindividual level. Thisinformation canbean
input for several HRM functionsthat aimto motivate peopletogivetheir best
andtoimproveproductivity and creativity.

For example, different network positionsrepresent different opportunitiesfor
an individual to access new knowledge. An employee’ s network position
reveals his/her ability to access external information and knowledge. By
occupyingacentral positionintheintra-organization network, anemployeeis
likely to access desired strategic resources. Such resources will fuel the
individual’ sinnovativeactivitiesby providingtheexternal information neces-
sary togeneratenew ideas. If an organization canidentify theindividualswho
occupy central positionsinnetworksthrough social network mapping, then
moretargeted effortscan bedirected towardstheseindividual sin devel oping
themfor greater creativity and productivity.

Atthesametime, theinnovativework of theorganizationwill benefitfromdirect
accessto the knowledge residing in the individual. Knowledge is usually
distributed unevenly withinanorganization (1barra, 1993) becauseitisdifficult
tospreadit acrossdifferentindividua swherepreexisting rel ationshipsamong
peopleareabsent. Indeed, innovativeideasareoftentheresult of interaction
among groups and team members. To foster innovation, information and
knowledge should bedeliberately distributed. A network of peopleprovides
channel sfor distributing information and knowledgethat asto stimul ateand
supportinnovativeactivities. Thereforeacentral network positionisassociated
withinnovationoutcomeswithinanorganization (Tsa & Ghoshal, 1998). An
individual occupyingamorecentral positioninthenetworkislikely toproduce
moreinnovations.
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Network informationthat profilesthesocial capabilitiesof individualsmay be
usedfor effectivesel ection, for training and devel opment, for matching them
with positions, aswell asto grow them within an organization. Effective
utilization of social skillswould enablethefirmtoachievebetter productivity.
Fulfillment of socia needsof individualswill increasetheprobability of retention
of theindividual . For performance management processes, individualscanbe
assessedreliably against normativetargetsset through establi shed patternsof
interaction. Thiswould beasignificantimprovement over subjectiveassess-
mentsof organizational and socia skills, and may hel preduce costsassociated
withalternativeeval uation processeslike 360-degreefeedback. Inemployee
relationsactivities, identification of central and critical individual shelpsman-
agement tofocuseffortstowardsnegotiation and harmony. Networksof these
individual scan bereached quickly and effectively through them. Exerciseof
control indifficult situations can a so beaccomplished using their network
leverage. For compensation and benefit management processes, the social
profileof anindividua hel psmanagerstoidentify someof thefactorsthat would
motivate him/her. Therefore, customi zed compensation and benefitsmay be
designedtomatch eachindividual’ spreferences.

Information about Groups

Socia network mappinginformationismost rel evant for management of groups
or unitswithinanorganization. Althoughthereisanincreasing recognitionthat
groupsandteamwork areessential for organizational success, todateweknow
little about how to best manage social activities within agroup. Network
mapping hel psby providing someanswersto questionslike:

* Isthegroup formal or informal (compare mapped interactions with
organizational design)?

*  Domembersof thegroup change?

*  How doesthegroup operate?

*  Areinteractionsfrequent or sparse?

*  Whooccupiesthecentral position, thegroup leader or somebody else
whoissocially morepowerful ?

*  Domost of theinteractionswithinthegroup occur during projectsor do
thesocial interactionscontinuein between projectstoo?
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Structural holes, which are non-connected distances between contactsina
network; connectiveness, whichreferstowhether or not all possiblelinkages
inanaggregatearebeing utilized; density, whichisthenumber of relationships
expressed as aproportion of all possiblelinkages— are some of themain
parametersof network information that areuseful for management of groups.
A network showinglargestructural holesindicateseither alesscohesivegroup
oradiversegroupintermsof functional or cultural background. Thiswill impact
theskill demand analysisof thegroup, sel ection of membersfor thegroup, as
well ascultureand consensus-building exercisesthat can beapplied tothe
group. Connectiveness is a relative concept, and the optimal level of
connectivenessisdifferent for different groups. Centrality of agroupandits
connectiveness, both within the group and with other groups, can provide
significantinput for trai ning of thegroup members. For example, cross-training
isexpected to increase connectivity. Similarly, density of interaction may
indicate the homogeneity/heterogeneity of the group culture, whichisan
important input for groupintervention processes.

Performance management implicationsof network information of groupsare
themost significant. M apped patternsallow managersthe scopeto optimize
reachability (how many linksacommunication must flow throughto get from
onenodeto another) and inclusiveness (number of pointsthat areincluded
withinthevariousconnected partsof the network) for greater efficiency in
communicationwithingroups. Thisfacilitatesmanagement of performanceby
effectivesharing of goals, and by fostering efficient team work. Employee
relationseffortsareal soaided by improvement of communi cation channel sfor
reaching out togroups. M oreover, network information hel psmanagement to
identify critical and central groupsfor negotiationand consensusbuilding. For
compensation management, network mapping hel psthemanagement identify
groups, either formal or informal, for whom compensation and benefit pack-
agesshould behomogeneous. Researchindi catesthat empl oyeedi ssatisfaction
arisesmost from perceptionsof inequitablecompensation (Mowday, 1991),
comparedtoreferent othersintheorganization. Network mapping provides
informationonwhothesereferent othersaresothat the causeof dissatisfaction
may be addressed.

Information about Organization

Attheorganizational level, network mapping providesanoverall pictureof
network patterns within the organization. Although it may get extremely

Copyright © 2005, Idea Group Inc. Copying or distributing in print or electronic forms without written
permission of Idea Group Inc. is prohibited.



80 Bhattacharya & Huntley

complex anddifficulttointerpret thesenetworks, thereisquitesomeuseful ness
for thisinformation. A part from showingthesocial cultureof theorganization,
network mappingidentifiesthecommunicati on patternwithintheorganization.
Doesthe CEO communicatewiththemanagersand theempl oyees?If so, what
isthefrequency?What i sthe pattern of interaction of managerswith employ-
ees?Canemployees,ingeneral, crosshierarchical, functional boundariestoget
thework done?1sknowledge shared among empl oyees? These are some of
thechallenging but critical organizational questionsthat network mapping can
shed somelight on.

Research hasalready highlighted thesignificanceof intra-unit network tiesin
spreading knowledgeand best practices(Tsai & Ghoshal, 1998). Organiza-
tional unitsdiffer intheir internal knowledge, practices, and capabilities.
Networksof inter-unitlinksallow organizational unitsto accessnew knowl-
edgefrom each other and may increasetheir cost efficiency through dissemi-
nation of “ best practices’ withinorganizations. Thecentrality and criticality of
aunitintheintraorganizational network may determinetheunit’ saccessto
different knowledge, thusaffectingitsability torecognizeand respondto new
market opportunities.

TheHRM outputsthat can bederived from network mappinginformationat the
organizational level areorganizational skill demand analysisfor recruitmentand
sel ection, organi zational communi cation patternsfor training need analysis,
organizational target settingfor performance management processes, balance
between efficiency andflexibility amonginter-unit workflow, monitoring of
overall employeerel ation patterns, and ascertainment of anoverall architecture
for compensation and benefit management.

Complementary Network Information
at Difference Levels

Although social network mapscan be constructed and analyzed at different
level swithintheorganization, andtheinformationisuseful for individua HRM
processes, thebest usage of network dataare complementary and symbiotic.
Consistent with the * configurational” approach to HRM (Delery & Doty,
1996), thisview isrepresented diagrammatically in Figure2. Theconfigura-
tional view proposesthat HRM activitiesaremost effectivewhen appliedin
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Figure 2. Use of social network mapping information at different levels
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‘bundles’ where practices are synergistic with each other. We assert that
information from social network mapping canalsobeappliedin‘bundles'.
Information at thejob-, employee-, group-, and organi zation-level canbeused
interactively inHRM decision processes.

Discussion

In this chapter we have discussed anew use of information technology in
management of people: theuseof socia network mapping softwarefor making
better-informeddecisionsinHRM. Theadvent of user-friendly, yet advanced
network mapping softwarehasprompted usto enquirehow thissoftwarecan
providemeaningful informationfor HRM processes. Wehaveclassifiedthe
functionality offered by thesoftwareinto datacol | ection, descriptivemodeling,
and decision support, and have discussed how each of these functions can
provideinformationrelevanttoHRM functions. Wehaveidentifiedfour levels
of information usagein HRM related to ajob, toaperson, toagroup or unit,
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andtotheorganizationasawhole. For each of theselevel s, wehaveexplored
how theinformation obtai ned from social network mapping cantranslateinto
HRM input and assistin moreinformed decision making.

Thecontribution of thischapter liesin opening up awholenew way of looking
at HRM decisionmaking. Traditionally, theinformational content for social
processeswithinan organi zationisassessed subjectively, through perceptions
of individual managers or supervisors. Social network mapping software
permitsaradical changeinassessingthesocial interactionwithinorganizations.
Throughvisua mappingaswell asstati stical modeling, thesoftwarecanprovide
precise, relevant quantitative data for the network interactions. We have
exploredtheintersection of thistechnology andHRM activitiestoinquirehow
itcanassist decisionmakinginHRM.

Wefeel that such application of social network mapping softwarewould be
especially beneficial for managers at all levels. For the supervisor or HR
manager lookingtofill agiven position, studying the network interactionsof
current or previous holders of that position can greatly aid in selecting
candidateswiththe®intangibles’ desiredfor success. Similarly, foramanager
investigating the behavior or performanceof aparticular employee, takinga
snapshot of activity around theemployeecan greatly aid understanding. At the
group or department level, network model smay helptoidentify synergiesor
other strong linkagesbetweenthegroups. Finally, at theenterpriseor organi-
zational level, asurvey of the social network may help to explain certain
phenomenadiscovered through benchmarking studies of other firms. For
example,if afirmisanearly adopter of advanced communicationtechnol ogy,
onemight expectitto havefewer layersof communication betweendecision
makers (i.e., improved reachability) which could permit thefirmto havea
“flatter” organizational structure.

However, technology isnot anend by itself, itisanenabler. By nomeansdo
weimply that technol ogy can replacethe humanjudgment elementindecision
making. Theapplicability of social network mapping softwareislimited by the
capability of the decision maker. Nonetheless, toolslikevisualization and
descriptivemodeling do makethetask easier. Thelearning curvefor usingthe
software and interpreting the resultsis relatively low compared to other
extens vedatabase management or knowledge management packages. Wecan
conclude, therefore, that social network software hasthe potential to bea
convenient and effectiveinput for HRM processes.
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