
Hong Kong Baptist University

MASTER'S THESIS

Social media use and employee outcomes: a meta-analysis
Chu, Tsz Hang

Date of Award:
2019

Link to publication

General rights
Copyright and intellectual property rights for the publications made accessible in HKBU Scholars are retained by the authors and/or other
copyright owners. In addition to the restrictions prescribed by the Copyright Ordinance of Hong Kong, all users and readers must also
observe the following terms of use:

            • Users may download and print one copy of any publication from HKBU Scholars for the purpose of private study or research
            • Users cannot further distribute the material or use it for any profit-making activity or commercial gain
            • To share publications in HKBU Scholars with others, users are welcome to freely distribute the permanent URL assigned to the
publication

Download date: 24 May, 2023

https://scholars.hkbu.edu.hk/en/studentTheses/d20694c9-6d7e-4454-b55f-73cab0a929b6


HONG KONG BAPTIST UNIVERSITY

Master of Philosophy

THESIS ACCEPTANCE

DATE: July 29, 2019

STUDENT'S NAME: CHU Tsz Hang

THESIS TITLE: Social Media Use and Employee Outcomes: A Meta-Analysis

This is to certify that the above student's thesis has been examined by the following panel
members and has received full approval for acceptance in partial fulfillment of the requirements for the
degree of Master of Philosophy.

Chairman: Prof Guo Steve Z S
Professor, Department of Journalism, HKBU
(Designated by the Dean of School of Communication)

Internal Members: Dr Chang Leanne
Associate Professor, Department of Communication Studies, HKBU
(Designated by the Head of Department of Communication Studies)

Dr Yeo Tien Ee Dominic
Assistant Professor, Department of Communication Studies, HKBU

External Members: Dr Kee Kerk
Associate Professor
School of Communication
Chapman University
USA

Issued by Graduate School, HKBU



Social Media Use and Employee Outcomes: A Meta-Analysis 

 

 

 

CHU Tsz Hang 

 

 

A thesis submitted in partial fulfilment of the requirements  

for the degree of  

Master of Philosophy  

 

 

 
 
 
 
 

 
 

Principal Supervisor: 
Dr. YEO Tien Ee Dominic (Hong Kong Baptist University) 

 
 
 
 

July 2019 



 i 

DECLARATION 

 

I hereby declare that this thesis represents my own work which has been done 

after registration for the degree of MPhil at Hong Kong Baptist University, and 

has not been previously included in a thesis or dissertation submitted to this or 

any other institution for a degree, diploma or other qualifications.  

I have read the University’s current research ethics guidelines, and accept 

responsibility for the conduct of the procedures in accordance with the 

University’s Research Ethics Committee (REC). I have attempted to identify all 

the risks related to this research that may arise in conducting this research, obtained 

the relevant ethical and/or safety approval (where applicable), and acknowledged 

my obligations and the rights of the participants.  

 

 

 

 

 

 

Signature:                    

 

Date:       July 2019        

 



 ii 

Abstract 

Employees’ social media use and its potential links with work-related outcomes 
have received significant scholarly attention in recent years. The existing studies, 
however, demonstrated mixed findings and the impact of social media use on 
employee outcomes remains inconclusive. The current debate on employees’ 
social media use points to the need for a meta-analysis on this particular issue, as 
it could help provide a more conclusive summary to resolve the inconsistency 
across studies. This meta-analysis study reviewed empirical studies published in 
peer-reviewed journals from 2009 to 2018 with the aim to provide robust 
conclusions about the relationships between employees’ social media use and 
employee outcomes (i.e., job performance, innovative performance, job 
satisfaction, work engagement, emotional exhaustion and work-life conflict) and 
to explore the moderators of these associations. A total of 29 journal articles were 
examined in this thesis. The results of the random-effects model suggested that 
social media use, in general, has positive and small effects on job performance, 
job satisfaction, work engagement, and work-life conflict. Its effect on emotional 
exhaustion, however, was significant but negligible. In addition, a positive but 
non-significant association was found between social media use and innovative 
performance. The sub-group and meta-regression analyses further identified the 
moderators among the positive associations found. Specifically, purpose of social 
media use and culture moderated the effects of social media use on both job 
performance and job satisfaction; job position moderated the association between 
social media use and job satisfaction. The theoretical and practical implications 
from the results of this study, the limitations of the present meta-analysis, and 
directions for future research were discussed. 
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Chapter 1 INTRODUCTION 

 

1.1 Research Background 

In recent years, social media, including social networking sites (SNS) and mobile 

instant messaging (MIM) applications, have transformed the ways of 

communication and become ubiquitous in many people’s lives. In 2018, there were 

1.52 billion daily active Facebook users on average, and it was estimated that 

nearly 70 percent of U.S. adults were Facebook users in 2018 (Facebook, 2019; 

Smith & Anderson, 2018); WeChat, a MIM application developed by Chinese 

technology company, claimed that there were over one billion daily active users in 

2018 and the number of active users was believed to be climbing (Iqbal, 2019).  

 

  Aside from the daily use for leisure and social interaction, social media have 

also been used for work-related purposes by employees. The Pew Research Center 

(2016) found that around one-fifth of the 2,003 American adults surveyed have 

used Facebook for work-related purposes, such as asking work-related questions 

or getting information that helps to solve problem at work; a recent study on Twitter 

discovered that more than one-third of the tweets posted by employees were work-

related (van Zoonen, Verhoeven, & Vliegenthart, 2016a), and; research studies 

revealed that employees started to use MIM applications such as WeChat for work-

related purposes as well as relationship development with coworkers (S. Liu, 

Zhang, Chen, Guo, & Yu, 2015; Xin Zhang, Ma, Xu, & Xu, 2018). Social 

networking technologies provide various functions for users to initiate and 

maintain interpersonal relationships, seek and share information, and so on. These 

technologies do not only facilitate knowledge and information exchange but also 
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enhances communications within and between companies and departments, which 

could eventually lead to increased task performance and other desirable workplace 

outcomes (Bevan, Pfyl, & Barclay, 2012; Kwahk & Park, 2016; McAfee, 2006; 

Sheer & Rice, 2017). Meanwhile, the use of social media in the workplace could 

create problems due to the fact that employees could use these tools for 

entertainment or other personal purposes (Andreassen, Torsheim, & Pallesen, 

2014a), which distract employees from work tasks and their assigned role. 

 

The use of social networking services and technologies of the employees has 

attracted much scholarly attention, and the current social media research in the 

organization context majorly focuses on two aspects — the prominent factors of 

social media use in enterprises and the consequences of the social media use (Xin 

Zhang et al., 2018). Research studies focused on the first aspect investigate the 

influential factors which influence and/or predict the use of social media in 

organizations, such as the personal, technological, and organizational factors (e.g., 

Ajjan, Hartshorne, Cao, & Rodriguez, 2014; Dahnil, Marzuki, Langgat, & Fabeil, 

2014; Tajudeen, Jaafar, & Ainin, 2018). For the second aspect, attention has been 

devoted to examining the consequences of social media use on organization-level 

outcomes (e.g., firm performance, revenue, and customer relationship), team-level 

outcomes (e.g., team performance and team satisfaction), and individual-level 

outcomes (e.g., individual job performance and job satisfaction) (e.g., Cao & Ali, 

2018; Charoensukmongkol, 2014; Lehner & Fteimi, 2013; Trainor, Andzulis, Rapp, 

& Agnihotri, 2014; Z. Wang & Kim, 2017). This thesis focuses on consequences 

of the social media use, and more specifically, the impact of employees’ social 

media use on the frequently studied individual-level outcomes, including job 

performance, job satisfaction, work engagement, emotional exhaustion, and work-
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life conflict. 

 

 Scholars have indicated that the use of social media is positively associated 

with employees’ job performance, job satisfaction, and work engagement, and thus 

adopting social media in workplace could benefit both employees and 

organizations (e.g., Kwahk & Park, 2016; van Zoonen & Banghart, 2018; Xin 

Zhang et al., 2018). In fact, social media help employees to better develop social 

relationships and capital, obtain resources and supports, share and seek work-

related information, and so on, within and outside their companies, which could 

bring about positive outcomes such as increased performance at work. Several 

empirical studies presented a positive association between employees’ social media 

use and job performance and indicated that the increasing use of social media at 

work could potentially enhance individuals’ performance in both routine and 

specific tasks (e.g., Cao, Guo, Vogel, & Zhang, 2016; Lee & Lee, 2018; Pitafi, 

Kanwal, Ali, Khan, & Ameen, 2018). Moreover, researchers provided some 

evidence demonstrating that social media could facilitate the enhancement of 

psychological workplace outcomes including job satisfaction and employee 

engagement (e.g., Robertson & Kee, 2017; van Zoonen & Banghart, 2018; Xin 

Zhang et al., 2018).  

 

However, recent research studies revealed that employees’ social media use is 

not without its downsides (Charoensukmongkol, 2014; S. Liu et al., 2015). For 

example, as employees are being expected to be “always online” given that the 

online platforms are initially designed for social networking and personal use, 

supervisors and coworkers might assign tasks to or discuss work with the 

employees abruptly after regular work hours or during day-off. Although social 
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media facilitate communication and social connection, unfortunately, they further 

blur the boundaries between employees’ personal and professional life of 

employees. Moreover, employees nowadays have little or even no control over the 

unanticipated interruptions from supervisors and coworkers through social media. 

Undesirable workplace outcomes including job burnout and perceived interference 

from work to life could be induced from the use of social media for work-related 

purposes (Charoensukmongkol, 2016; van Zoonen, Verhoeven, & Vliegenthart, 

2017). These “dark sides” of social media might eventually reduce or outweigh the 

potential benefits employees gained. The paradoxical impacts of employees’ social 

media use regarding its potential benefits and drawbacks on employee outcomes 

engender an on-going debate concerning whether should employees adopt social 

media for work-related purposes or not.  

 

More importantly, the findings of the existing empirical studies are somewhat 

inconclusive and even contradictory in that, non-significant correlations or 

correlations with opposite direction are presented sometimes. For example, while 

some researchers found that employees’ social media use is positively correlated 

with job performance and job satisfaction (e.g., Cao et al., 2016; 

Charoensukmongkol, 2014; Leftheriotis & Giannakos, 2014), others claimed that 

social media use presents non-significant or negative associations with these 

outcome variables (e.g., Andreassen, Torsheim, & Pallesen, 2014b; Moqbel, Nevo, 

& Kock, 2013). Similarly, although several studies indicated that social media use 

had positive associations with emotional exhaustion and work-life conflict 

(Charoensukmongkol, 2016; van Zoonen et al., 2017), some other studies found 

non-significant results regarding the same associations (Jiang, Luo, & Kulemeka, 

2017; van Zoonen & Rice, 2017). The inconsistent results of individual studies 
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regarding the impact of social media use in the workplace, there is a lack of clear, 

coherent empirical evidence to guide workplace policies and regulations on 

whether to promote or restrict the use of social media during work time. 

 

As an emerging and critical organizational phenomenon, more efforts are 

needed to investigate the effect of social media use on employee outcomes and to 

explain the inconsistent findings in the prior studies. Without doubt, conducting 

new empirical studies to examine employees’ social media use could reveal and 

test if the use of social media directly and/or indirectly influence specific 

individual-level workplace outcomes as well as identify the potential intervening 

variables of the associations. Yet, the generalizability and explanation power of a 

single study is piecemeal, and it also has limited power to clarify the current 

inconsistent and contradictory findings presented in the literature. To resolve the 

inconsistency presented in the existing empirical studies, conducting a systematic 

and meta-analytical review would be a more suitable option, as it allows 

researchers to summarize the findings of the existing empirical studies and to offer 

some plausible explanations of the differences found across studies. Hence, this 

thesis attempts to conduct a meta-analytical review of the existing literature to 

examine as well as to provide a statistical summary regarding the impact of social 

media on the employee outcomes, and to identify some of the potential moderators 

which contribute to the inconsistencies among the studies.  

 

1.2 Prior Reviews on Social Media Use 

Scholars in recent years conducted several meta-analysis studies to summarize the 

association between social media use and different dependent outcomes, such as 

citizen engagement and individuals’ psychological health (Seabrook, Kern, & 



 6 

Rickard, 2016; Skoric, Zhu, Goh, & Pang, 2016). An attempt had also been made 

to systemically review and summarize the findings of the current literature 

regarding the impact of social media use on employees. Although no meta-analysis 

was conducted on social media use and employee outcomes, Nkwe and Cohen in 

2017 conducted a systematic review examining the impact of social media on 

workplace-related behavioral and psychological outcomes. In this conference 

paper, a total of 27 studies which employed either qualitative or qualitative research 

methods and published between 2008 and 2015 were reviewed and synthesized. 

Based on the review of the included studies, the authors concluded that the use of 

social media is positively linked with the “positive behavioral and psychological 

outcomes” such as job performance, job satisfaction and work engagement while 

there was not enough evidence to conclude that employees’ use of social media is 

related to the “negative behavioral and psychological outcomes” including job 

burnout and work-life conflict.  

 

The systematic review conducted by Nkwe and Cohen (2017) provided an 

overview of the existing studies with regard to the impact of employees’ social 

media use and its potential links with the individual-level workplace outcomes. 

However, there were several weaknesses presented in that particular review study 

which warrant the need for a meta-analysis. Firstly, although the studies intended 

to cover over ten workplace outcomes, the number of studies being reviewed on 

most of the outcomes was small (e.g., only two studies were reviewed regarding 

burnout and only three studies were reviewed regarding job satisfaction), a 

convincing summary could not be drawn with such limited evidence. Secondly, 

there were several contradictory results presented in the reviewed studies, such as 

both positive and negative correlations were found between social media use and 
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job performance, and without any statistical verification, the systematic review 

could only provide a limited explanation over the issue. Thirdly, the effect of social 

media on the “negative outcomes”— including work-life conflict and job burnout 

—remained contingent or inconclusive owing to the small number of studies 

reviewed, further review containing more empirical studies is needed to explicate 

the potential impact of social media use on these outcomes.  

 

This thesis, which employs meta-analytic techniques to examine the effects of 

social media use on employee outcomes, could address some of the limitations of 

Nkwe and Cohen’s (2017) systematic review. Meta-analysis has been conducted in 

different fields including medical and social sciences, and it allows researchers to 

synthesize the results from multiple empirical studies and measures the overall 

effect of one variable on another (Borenstein, Hedges, Higgins, & Rothstein, 2011). 

It can help to resolve the inconsistencies found in existing studies and provide 

plausible explanations of the discrepancies by identifying the factors moderating 

the associations (Stone & Rosopa, 2017). Hence, conducting a meta-analysis on 

the same issue could provide the estimation of the overall effect among the 

associations between social media use and the workplace outcomes, and offer a 

more conclusive and convincing statistical summary. Also, moderator analyses 

could be conducted to identify the factors contributing to different results across 

studies concerning the relationships between similar pair of variables, and thus 

offer some possible answers for these inconsistent results. In addition, an 

increasing number of studies examined the effect of social media use on employee 

outcomes (including emotional exhaustion and work-life conflict) between the year 

2016 and 2018. The increased number of empirical studies offer more data for us 

to revisit the potential links between social media use and the “negative outcomes” 
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which had been insufficiently examined in Nkwe and Cohen’s (2017) systematic 

review.  

 

1.3 Objectives and Contributions 

This thesis aims to systematically locate and review the empirical studies which 

investigated employees’ social media use and frequently examined employee 

outcomes — job performance, job satisfaction, work engagement, emotional 

exhaustion, and work-life conflict — and to summarize these findings using a 

meta-analytical approach so as to provide a more conclusive understanding of the 

effects of social media use on employees. The following questions were addressed. 

First, does the use of social media benefit employees? What are the positive and 

negative consequences for employees? Second, when do such consequences occur? 

Under what conditions do social media use exhibit its strongest effects? By 

answering these questions, this research offers a clearer understanding of the issue 

and build a general framework for future theory development in this specific 

area. In brief, the present study contributes to the current literature by:  

 

 1. Systemically locate and review the existing studies which examined the 

impact of social media use on job performance, job satisfaction, work 

engagement, emotional exhaustion, and job satisfaction, and summarize the 

characteristics of these studies;  

 2. Provide a summary of the overall average effect of the associations through 

meta-analysis;  

 3. Identify the moderators of these associations;  

 4. Discuss and provide theoretical implications and practical implications for 

academics, employees and companies, and;  
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 5. Reveal the potential research gaps in the current literature and provide 

possible directions and suggestions for future research.  

 

1.4 Structure of The Thesis 

This thesis comprises five chapters: Introduction, Literature Review, Methodology, 

Results, and Discussion. 

 

In the Introduction chapter, the research background is introduced, followed 

by a brief review of the existing systematic review regarding the impact of 

employees’ social media use on workplace outcomes, its weakness and the need of 

a meta-analytical review. The objectives and contributions of this thesis are also 

pointed out.  

 

In the Literature Review chapter, the concepts related with employee’s social 

media use are presented, and a model used to organize the use of social media and 

employee outcomes intended to be examined (i.e., job performance, job 

satisfaction, work engagement, emotional exhaustion, and work-life conflict) is 

introduced. Following, a review of the employee outcomes, including the 

definitions and relevant findings in existing studies, and the potential moderators 

identified is provided. The research questions of this thesis study are also presented 

in this chapter.  

  

  In the Methodology chapter, the chapter begins with an overview of the meta-

analytical approach employed in this thesis and outlines the four major steps taken 

to conduct the meta-analysis, which are: 1) searching for relevant peer-reviewed 

journal articles that examined the associations of interest; 2) screening, coding and 
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extracting effect sizes to form the dataset; 3) performing statistical adjustments, 

and; 4) deciding the appropriate models and criteria for the main analyses and 

moderator analyses. Next, the four steps are described in detail accordingly. 

 

 In the Results chapter, a review of the studies characteristics (i.e., article details 

and sample details) are presented. Following which, the results of the main analyses 

(weighted average correlations of social media use and employee outcomes) and 

the moderator analyses are provided.  

 

 In the Discussion chapter, the summary, interpretation, and explanation of the 

findings are presented. After the general discussion, some implications for 

organizations and employees drawn from the findings of this meta-analysis are 

provided. The chapter ends with the limitations of the present study and the 

directions for future research. 
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Chapter 2 LITERATURE REVIEW 

 

2.1 The Use of Social Media Among Employees 

“Social media” is an umbrella term encompassing varieties of internet-based tools 

and applications (Ali-Hassan, Nevo, & Wade, 2015). These tools and applications 

share several common characteristics. Firstly, these tools are social in that they not 

only allow users to maintain personal relationships and interactions with people 

who were already socially connected but also facilitate the creation of new social 

connections. In the organizational context, these tools can help employees to build 

new professional contacts. Secondly, in addition to personal networking, social 

media platforms could be used for other purposes, including entertainment and 

information seeking. Hence, employees could adopt these tools for task-related 

purposes such as searching for information and solutions for work, updating work 

projects, coordinating tasks, and so on. Lastly, as social media platforms are used 

across personal and professional settings, the boundary between employees’ private 

and work life is further blurred (Ali-Hassan et al., 2015; Leonardi, Huysman, & 

Steinfield, 2013; S. Liu et al., 2015). In this thesis, the use of social media is 

construed to include both the use of social networking sites and mobile instant 

messaging applications of the employees.  

  

2.1.1 Social Networking Sites and Employees  

Social networking sites adopted for organizational use can be grouped as two major 

types, the enterprise social networking sites (ESNS) and publicly available social 

networking sites (PSNS).  

 

  ESNS are social networking platforms that are specially designed for internal 
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use within organizations with the functions, including profile management, 

information exchange, blogging, microblogging, etc. (Leonardi et al., 2013). 

Although ESNS share basic features as the commonly used PSNS such as 

Facebook, ESNS are implemented only within organizations and are formally 

endorsed by the management and are confine membership or communication to the 

members of a particular organization (Ellison, Gibbs, & Weber, 2015). Large 

multinational organizations have been increasingly implementing ESNS 

applications such as Yammer, Ning, Jive, or Telligent (Ellison et al., 2015). The use 

of ESNS offers several benefits such as facilitating knowledge sharing and transfer, 

newcomer socialization, workplace relationship development, as well as providing 

access to new people and expertise (Leonardi et al., 2013; Leonardi & Meyer, 2015). 

Both employees and managers generally believe that task performance and work 

engagement would be enhanced with the implementation of ESNS in organizations 

(Kuegler, Smolnik, & Kane, 2015; Trimi & Galanxhi, 2014). 

 

 PSNS are originally designed for personal use and generally intended to 

facilitate interactions beyond an exclusive group of individuals (boyd & Ellison, 

2007). Yet, PSNS and ESNS share similarities in functions (Ellison et al., 2015) 

and both have been widely adopted for work-related purposes by employees. 

Recently, van Zoonen and colleagues (2016a) examined employees’ Twitter use 

and they discovered that nearly 40% of all the messages posted by employees were 

work-related. In general, employees believe that PSNS, such as Facebook, were 

beneficial for connecting with colleagues, taking mental breaks, and seeking help 

at work (Pew Research Center, 2016); moreover, the use of PSNS could heighten 

interaction among employees and benefit the integration of personal and 

professional life (Van Zoonen, Verhoeven, & Vliegenthart, 2016b). Employees also 
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perceive increased work performance and job satisfaction after adopting PSNS at 

work (L. V. Huang & Liu, 2017). However, other scholars suggest that using PSNS 

for work-related purposes could have negative impacts on employees such as 

increasing privacy concerns (L. Huang & Wang, 2016), work-to-life conflicts and 

emotional exhaustion (Van Zoonen et al., 2016b), as well as interruptions from 

constantly receiving irrelevant information when using PSNS for work (Brooks, 

2015). PSNS are often used for personal reasons during working hours, which is 

irrelevant to employees’ work and might even reduce their daily work performance 

(Ali-Hassan et al., 2015).  

 

2.1.2 Mobile Instant Messaging Applications and Employees 

Apart from social networking sites, mobile instant messaging application is another 

social media and new communication tool employed in the workplace. MIM 

application is a portable form of instant messaging (Sheer & Rice, 2017), which is 

often accessed through smartphone applications. Similar to SNS, MIM has been 

frequently used in the workplace. WhatsApp, WeChat, and Line are some examples 

of MIM that have been commonly used by employees (Sheer & Rice, 2017; Xin 

Zhang et al., 2018). Besides these publicly accessible MIM applications, there are 

also enterprise MIM applications which are designed explicitly for organizational 

use (Forrest, 2014), and an example would be Enterprise WeChat (Cheng, 2018). 

MIM applications allow users to transmit text-based messages, emoticons, pictures, 

and video and/or audio files online instantly (Sheer & Rice, 2017). Rather than one 

on one communication, users can also form chat rooms (groups) to discuss and 

communicate with multiple users simultaneously. Through applying the above 

functions provided by the MIM applications, employees are able to contact and 

exchange information with coworkers, supervisors, and clients rapidly. In addition 
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to work-related use, these applications at the same time were used by employees to 

socialize with work-related individuals and enable both work and social 

connectivity behaviors after regular working hours (Li & Yuan, 2018). The use of 

MIM applications has been positively linked with workplace outcomes including 

job performance, job satisfaction, as well as work-life conflict (e.g., Li & Yuan, 

2018; Sheer & Rice, 2017; Xin Zhang et al., 2018).  

 

2.2 Linking Social Media Use and Employee Outcomes: The JD-R Model 

Organizational and social media researchers applied different theories and research 

models, such as the social capital theory, uses and gratification theory, job 

demands-resources model (JD-R model), and technology acceptance model to 

investigate and provide possible explanations of the relations between social media 

use and employee outcomes (e.g., Kock & Moqbel, 2019; Sheer & Rice, 2017; van 

Zoonen et al., 2017; Xin Zhang et al., 2018). Among these theories and models 

applied in the prior studies, the JD-R model provides an overview of psychological  

mechanisms and explanations that connects the use of social media to the employee 

outcomes examined in this thesis.  

 

 The JD-R model is an overarching model that had been applied in several 

organizational settings by numerous researchers to examine and predict employee 

outcomes, including job performance, job satisfaction, job burnout, work 

engagement, as well as work-life conflict (Bakker, Demerouti, & Sanz-Vergel, 

2014; Jang et al., 2017; K. Nielsen et al., 2017; Zito et al., 2019). Originally 

proposed by Demerouti, Bakker, Nachreiner, and Schaufeli (2001), the model 

posits that work-related wellbeing outcomes, especially burnout and engagement 

of employees, are mediated by job demands as well as job resources. According to 
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the model, job characteristics can be modeled using two board categories — job 

demands and job resources (Bakker et al., 2014). Job demands refer to the physical, 

social, or organizational aspects of a job that require sustained physical and/or 

psychological effort or skills; hence, job demands are linked with psychological 

costs, such as exhaustion (Demerouti et al., 2001). Unfavorable working 

environment, excessive work pressure, emotionally challenging interactions with 

others are some of the examples of job demands (Bakker & Demerouti, 2007). Prior 

research has suggested that job demands drain the mental and physical resources 

of employees and result in symptoms of burnout (Bakker & Demerouti, 2007; 

Bakker et al., 2014).  

 

  Meanwhile, job resources refer to the physical, psychological, social or 

organizational aspects of a job that help to achieve work goals, reduce job demands 

as well as its associated costs, and stimulate the development and growth of an 

individual (Bakker & Demerouti, 2007; Schaufeli, Bakker, & Rhenen, 2009). Job 

resources could act as a buffer and moderate the effect of high job demands. 

Examples of job resources include career opportunities, autonomy, and leader-

member exchange. Besides workplace resources, job resources could also include 

factors of oneself that are usually associated with resilience (such as self-esteem 

and self-efficacy) and the resources that employees gain from non-workplace 

settings (such as social support) (Mayerl, Stolz, Waxenegger, Rásky, & Freidl, 

2016). Workplace and personal resources, in general, are positively associated with 

work engagement of the employees (Bakker et al., 2014). 

  

The JD-R model also proposes that job demands and resources are the triggers 

of two independent processes respectively: the health impairment process and the 
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motivational process (Bakker et al., 2014). The two processes imply that job 

demands, in general, are the most significant predictors of job strain such as 

exhaustion and job-related anxiety as they entail physical or psychological 

disbursement, and cost effort and consume energetic resources. Conversely, job 

resources, in general, are correlated with motivation and engagement, because they 

accomplish fundamental psychological needs such as relatedness, autonomy, and 

competence (Bakker & Demerouti, 2007; Bakker et al., 2014). Many studies have 

supported the idea that increased job demands result in exhaustion, diminished task 

effectiveness, and prolonged and frequent sick leaves; whereas, job resources 

counter these effects and increase engagement and organizational commitment 

(Bakker & Demerouti, 2017). Likewise, the employee outcomes — job 

performance and job satisfaction, and work-life conflict— would be influenced by 

both job demands and resources, and the interactions between the two through 

motivational and health impairment processes (Jang et al., 2017; K. Nielsen et al., 

2017; Zito et al., 2019).  

 

Adopting social media in the workplace could increase job resources and job 

demands at the same time and influence employee outcomes. For employees, using 

social media for work-related purposes can have both positive consequences (e.g., 

enhancing communication with and being easier to be reached by colleagues and/or 

customers) and negative consequences (e.g., receiving interruptions during and 

after working hours) (van Zoonen et al., 2017). On the one hand, the use of social 

media could be considered as an enhancement of workplace resources, as the time 

and effort needed for contacting and coordinating with coworkers, searching and 

exchanging information and/or knowledge would be reduced through the adoption 

of social media (Kwahk & Park, 2016), and thus helping employees achieve work 
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goals while reducing the time and physical costs involved; employees could also 

build up and maintain their social capital (both inside and outside the workplace) 

sufficiently through interacting with others on social media, which could be turned 

into social support and increase their personal resources. On the other hand, the 

unexpected interruptions, especially receiving work-related messages after regular 

working hours, and the expectation of perpetual connectivity on social media may 

heighten work pressure while reducing the time for employees to break from their 

daily work. Such increased job demands would exhaust the employees 

psychologically and physically and potentially create a conflict between their 

work-role and life-role. Therefore, the employees’ social media use could have both 

positive and negative impact on employee outcomes at the same time, as it does 

not only enhance job resources but also heighten job demands of the employees. 

To explicate the paradox regarding the impact of social media use on the employee 

outcomes of interest, this meta-analysis study is conducted to quantitatively 

summarize the findings of the prior empirical studies.  

 

2.3 Employee Outcomes and Social Media Use 

2.3.1 Job Performance and Social Media Use  

Job performance refers to the behaviors and actions that are vital to achieve 

organizational goals (Campbell, McHenry, & Wise, 1990; McCloy, Campbell, & 

Cudeck, 1994), and has been defined as the extent to which an individual’s goals 

at work are accomplished (Williams & Anderson, 1991). The concept of job 

performance and productivity are often used interchangeably in the literature, 

although the latter represents a narrower concept (Koopmans et al., 2011). Rotundo 

and Sackett (2002) proposed that employee performance may be differentiated into 

three board components: task performance (or in-role performance), citizenship 
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performance (or extra-role performance), and counterproductive performance. 

Task performance refers to “... a group of behaviors involved in the completion of 

tasks... includes behaviors that contribute to the production of a good or the 

provision of a service” (p. 67). It covers issues concerning the quantity and quality 

of work output and the achievement of work duties assigned by the organization 

and accountabilities related to the job. Citizenship performance refers to “... group 

of activities that are not necessarily task-related but that contribute to the 

organization in a positive way” (p. 67). Examples of organizational citizenship 

behaviors include altruism, providing help and support to coworkers, as well as 

supporting and defending organizational objectives. Counterproductive 

performance refers to “... a group of behaviors that detract from the goals of the 

organization... [and] as voluntary behavior that harms the well-being of the 

organization” (p.69). Counterproductive behaviors include workplace aggression, 

theft, drug misuse, disobey of workplace rules and procedures as well as other 

negative behaviors that harm the organization or other people in the organization.  

 

Among organizational research, including recent studies examining the 

association between social media use and job performance, individual job 

performance has been frequently used to refer to the task performance assessed 

against the formal performance requirements based on the quantity and quality of 

tasks assigned by the company and/or the level of accomplishment of the assigned 

role and duties (e.g., Breevaart, Bakker, Demerouti, & van den Heuvel, 2015; Lee 

& Lee, 2018; Wong, Ou, Davison, Zhu, & Zhang, 2016). Scholars have focused on 

identifying the determining factors of employees’ job performance, and it is 

suggested that personal factors, including personality traits and emotional 

intelligence were associated with individuals’ job performance (Barrick & Mount, 
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1991; O’Boyle, Humphrey, Pollack, Hawver, & Story, 2011). In addition, other 

scholars suggest that individuals with greater social capital — the social 

relationships an individual have that offer access to resources in those relationships 

to the individual (Szreter, 2000) — would present a higher level of job performance 

(Thompson, 2005). With regard to the organization, it was found that job 

performance is influenced by the leader-member exchange relationship, as well as 

role ambiguity and organizational commitment (Abramis, 1994; Martin, Guillaume, 

Thomas, Lee, & Epitropaki, 2016; Riketta, 2002). Furthermore, it was suggested 

that the increase of job resources and personal recourses could enhance employees’ 

job performance, while the increase of job demands would engender an opposite 

effect (Bakker et al., 2014).  

 

 Prior studies have generally found that the social media use is positively 

correlated with both bonding and bridging social capital (Ellison, Steinfield, & 

Lampe, 2007; Phua, Jin, & Kim, 2017). Together with the tangible benefits and 

workplace resources that employees could gain from the use of social media, such 

as enabling rapid communication in the workplace and enhancing the exchange of 

information and knowledge, workplace social media use is believed to have a 

positive impact on employees’ in-role performance. Indeed, many studies found a 

positive correlation between social media use and job performance and provided 

some evidence to support the idea that the positive impact of social media on job 

performance is mediated by the formation of social capital and knowledge transfer 

(Ali-Hassan et al., 2015; Cao et al., 2016; Sheer & Rice, 2017; Wong et al., 2016). 

However, scholars also suggested that workplace social media use does not 

essentially enhance individual’s performance at work because employees might use 

social media for personal and non-work purposes or become distracted and 
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interrupted on social media by people outside the workplace (Brooks, 2015). One 

of the very first studies explicitly examining the impact of personal social media 

use on job performance was Andreassen, Torsheim and Pallesen (2014b), in which 

they considered personal social media use at the workplace as a specific form of 

cyber loafing, and found that it was negatively associated with self-reported job 

performance and was a significant predictor of self-reported job performance after 

controlling for demographic factors and personality traits. Similarly, Ali-Hassen et 

al. (2015) discovered that hedonic social media use — using for fun, passing time, 

taking a break from work, and entertainment — was negatively correlated with in-

role job performance.  

 

Additionally, research in the field concerning the impact of social media on 

job performance examined the innovative performance of employees. Unlike job 

performance measures which typically assess the performance of employees based 

on their quality of work and fulfilment of the role and task assigned by the 

organization (i.e., in-role/routine performance), innovative performance assess 

employees’ performance in dealing with difficulties, opportunities and uncommon 

situations that exceed their official job description (Janssen & Van Yperen, 2004; 

Sparrowe, Liden, Wayne, & Kraimer, 2001). Innovative job performance — the 

creation, promotion, and recognition or implementation of innovative ideas at work 

which can eventually generate useful outcomes — is often considered to be 

discretionary and beyond an employee’s assigned task, duty and responsibility 

(Janssen, 2000; Kanter, 1988; S. G. Scott & Bruce, 1994). Scholars contend that 

social media may enhance employee’s innovative behavior and performance given 

that social media use at work facilitates workplace integration as well as the 

exchange of ideas, knowledge, and resources (Ali-Hassan et al., 2015; Kuegler et 
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al., 2015). Innovative performance in a sense could be considered as a particular 

aspect of extra-role performance and is related to the concept of organizational 

citizenship performance (Harari, Reaves, & Viswesvaran, 2016). Several empirical 

studies demonstrated a positive association between social media use and self-

reported innovative performance and perceived innovative performance impact 

(Ali-Hassan et al., 2015; Kuegler et al., 2015; Moqbel & Nah, 2017). Conversely, 

a recent study conducted in Korea which sampled employees from financial and 

insurance industry found a negative but non-significant correlation between social 

media use and innovative performance (Chung & Kim, 2017). This finding 

indicated that employees’ social media use might not necessarily be associated with 

their innovative performance. As such, the following research question was 

proposed:  

 

RQ1. What is the association between the use of social media and (a) individual 

job performance, and (b) innovative performance among employees? 

 

2.3.2 Job Satisfaction and Social Media Use 

According to Locke (1969), job satisfaction is “a pleasurable or positive emotional 

state resulting from the appraisal of one’s job or job experiences” (p. 1297). 

Employees who are satisfied with their work would be more likely to work 

productively and to assist organizations in achieving their goals effectively 

(Bouckenooghe, Raja, & Butt, 2013; C. R. Scott & Stephens, 2009). Meanwhile, 

those who were unsatisfied might demonstrate counterproductive behaviors at 

work and have a higher chance to present job burnout or turnover tendency (D. Liu, 

Mitchell, Lee, Holtom, & Hinkin, 2012). Employees’ job performance and job 

satisfaction tend to correlate positively (Judge, Thoresen, Bono, & Patton, 2001). 
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Similar to job performance, organizational research investigating the potential 

impact of employees’ social media use often consider job satisfaction as an 

independent outcome (e.g., H. Kim & Chung, 2014; Xin Zhang et al., 2018).  

 

Organizational researchers have been concerned with the predictors of job 

satisfaction. In addition to personality traits, prior meta-analysis study indicated 

that job resources including knowledge and supportive environment were 

positively correlated with job satisfaction (Judge, Heller, & Mount, 2002; Judge & 

Bono, 2001; Nahrgang, Morgeson, & Hofmann, 2011). As mentioned earlier, the 

use of social media in the workplace is believed to facilitate knowledge transfer, 

and also communication between employees as well as with their supervisors. By 

adopting social media at work, employees could create more positive social 

relationships with both colleagues and supervisors and result in a more supportive 

working environment. Hence, the use of social media could have a positive effect 

on job satisfaction by enhancing some of the major job resources posited in the JD-

R model (Nahrgang et al., 2011). Recent studies support the positive association 

between social media use and job satisfaction (e.g., Charoensukmongkol, 2014; 

Moqbel & Aftab, 2015); although both work-related and social-related social media 

use correlated with job satisfaction, employees’ social-related social media use 

presented stronger correlation with job satisfaction than work-related use (Xin 

Zhang et al., 2018). Consistently, prior study found that job satisfaction is 

positively correlated with the time employee spent interacting with coworkers 

through social media (Robertson & Kee, 2017); social media use specifically for 

work purposes, on the other hand, present a positive but extremely weak correlation 

with job satisfaction according to a large-scale survey study (Demircioglu, 2018). 

In short, although there was a study that found a positive but non-significant 
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correlation between social media use and job satisfaction (Moqbel et al., 2013), the 

majority of the existing studies presented a positive and significant association 

between social media use and job satisfaction and indicated that the magnitude of 

the association could be influenced by the purpose of use (whether the use of social 

media was social-related or specifically related to employees’ job task and work). 

Therefore, the following research question was proposed: 

 

RQ2. What is the association between the use of social media and job satisfaction 

among employees? 

  

2.3.3 Work Engagement and Social Media Use 

Work engagement could be defined as a fulfilling and positive work-related state 

of mind, which categorized by vigor (high levels of energy and mental resilience 

while working), dedication (the willingness to devote efforts in work), and 

absorption (persistence even facing difficulties) (Schaufeli, Salanova, González-

romá, & Bakker, 2002). Scholars studying the relationship between vigor and 

exhaustion usually follows two theoretical viewpoints: the bipolar perspective and 

bivariate perspective. The bipolar view suggested that vigor items and emotional 

exhaustion items are assessing a solitary and bipolar dimension, and thus they can 

be scaled on a single dimension labeled as “energy” and could not be experienced 

concurrently (Demerouti, Mostert, & Bakker, 2010). By contrast, the bivariate view 

suggested that vigor and exhaustion are not representing two extremes of the same 

dimension. Instead, they are indirectly associated (Shirom, 2011). Thus, the 

bivariate view argued that engagement and exhaustion could co-occur as they were 

exclusive experiences (Mäkikangas et al., 2014). Continuing this line of inquiry, 

some scholars conceptualize work engagement as a positive, satisfying, and 
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affective motivational state of work-related well-being, and posit that it is 

negatively correlated with emotional exhaustion, and could even act as an antipode 

of job burnout (Bakker, Demerouti, & Sanz-Vergel, 2014; Schaufeli & Bakker, 

2004). In general, it was thought that employees with high levels of work 

engagement would feel energetic and connected with their work and believe that 

they are completely capable of handling the demands of their job (Bakker et al., 

2014). Employees who are more engaged would perform better at work than 

nonengaged employees (Bakker, 2011). 

 

According to the JD-R model, work engagement could be predicted by both 

workplace resources and personal resources, and engagement itself is predictive of 

employees’ turnover intention and organizational outcomes such as job 

performance and client satisfaction (Bakker, Schaufeli, Leiter, & Taris, 2008; 

Schaufeli & Bakker, 2004). A longitudinal study further proposed that higher level 

of work engagement could lead to a decrease in ill-health, as well as an increase in 

job performance and life satisfaction (Shimazu, Schaufeli, Kubota, & Kawakami, 

2012). Prior studies have associated employees’ ICT use with engagement and 

suggested that the underlying reason for the positive association was that ICT 

enabled connectedness between employees and their coworkers and supervisors, 

and thus their work-related state of mind could be fulfilled without being concerned 

with social disconnection (Fujimoto, Ferdous, Sekiguchi, & Sugianto, 2016). Some 

researchers, therefore, propose that increased accessibility and efficiency of 

communication were expected to improve individuals’ work engagement (Ter 

Hoeven, van Zoonen, & Fonner, 2016). Similar to prior research on workplace ICT 

use, scholars recently employing the JD-R model demonstrated that the use of 

social media could enhance workplace resources, including accessibility and 
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efficient communication, and thus result in increased work engagement (van 

Zoonen et al., 2017). Several other studies also provided empirical evidence and 

supported the claim that social media use is positively associated with employees’ 

engagement at work (Naim & Lenka, 2017; van Zoonen & Banghart, 2018; Xin 

Zhang et al., 2018). Syrek, Kuhnel, Vahle-Hinz and De Bloom (2018), however, 

found that personal social media use at work is negatively associated with work 

engagement across employees in general. Given that another survey study 

presented a positive yet non-significant correlation between social media use and 

work engagement (van Zoonen & Rice, 2017), the impact of social media use on 

work engagement remains inconclusive. Therefore, the following research 

question was proposed:  

 

RQ3. What is the association between the use of social media and work 

engagement among employees? 

 

2.3.4 Emotional Exhaustion and Social Media Use 

Maslach et al. (1997) defined job burnout as a condition where challenging and 

meaningful work turns unpleasant, unsatisfactory, and pointless. Burnout can refer 

to the draining of mental resources originated from prolonged work stress, it is a 

problem specifically related to the work settings and considered as a work-related 

indicator of individuals’ psychological health (Maslach, Schaufeli, & Leiter, 2001). 

Although several conceptualizations had been offered, Maslach and colleagues 

contend that job burnout is usually categorized as a concept comprising three 

components: emotional exhaustion, reduced personal accomplishment, and 

depersonalization. The terms “reduced personal accomplishment” and 

“depersonalization” occasionally take on a broader meaning as “reduce 
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professional efficacy” and “cynicism” when examining individuals with a job that 

is not clearly people oriented (Maslach et al., 2001). Emotional exhaustion 

represents the stress dimension of burnout and refers to the feelings of strained and 

exhausted of emotional and physical resources. Reduced personal accomplishment 

(reduced professional efficacy) refers to the propensity of assessing oneself 

negatively, particularly regarding one’s work with customers (about one’s 

prospects of persistent efficiency at work). Depersonalization (cynicism) refers to 

the negative, distant attitudes and feelings toward one’s customers or the job itself 

(Maslach et al., 2001). Among the three components, emotional exhaustion is the 

core and the most noticeable manifestation of job burnout. When employees are 

describing others or themselves as facing burnout, it is mostly indicating the 

occurrence of emotional exhaustion (Maslach et al., 2001). Hence, this thesis 

mainly focuses on emotional exhaustion and its relationship with employees’ social 

media use.  

 

Different situational factors were found to be the main correlates of emotional 

exhaustion, such as organizational characteristics, job characteristics, occupational 

characteristics and individual factors, including job attitudes and personality traits 

of employees (Maslach et al., 2001). In the past years, the association between job 

characteristics (job demands and resources) and emotional exhaustion have been 

studied by various scholars, and it is suggested that both job demands and job 

resources were interrelated with emotional exhaustion (Bakker & Demerouti, 2017; 

Conway, Fu, Monks, Alfes, & Bailey, 2016; Schaufeli & Bakker, 2004; Tooren & 

Rutte, 2016). To be more specific, it was suggested that job demands such as high 

workload and time pressure are strongly correlated with emotional exhaustion 

(Greenglass, Burke, & Fiksenbaum, 2001), and likewise, emotional exhaustion was 
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found positively correlated with both role conflict — which occurs when an 

individual needs to meet contradictory demands at the job — and role ambiguity 

— which occurs when there is insufficient information for an individual to perform 

well at the job (Tunc & Kutanis, 2009). As for job resources, it was found that 

lacking social support, especially the support from superintendents, is linked to 

emotional exhaustion (Halbesleben, 2006; Maslach et al., 2001). Meanwhile, the 

adequate performance feedback from the supervisors and autonomy would reduce 

emotional exhaustion significantly (Bakker, Demerouti, & Euwema, 2005).  

 

According to prior studies, employees’ emotional exhaustion is associated 

with various negative outcomes, including absenteeism, poor performance at work, 

decreased job satisfaction, and increased turnover intention (Boyd, Lewin, & Sager, 

2009; H.S. Kim & Stoner, 2008). Instead of influencing the employees themselves, 

those who are experiencing emotional exhaustion could present a negative impact 

on others. For example, they might cause greater personal conflict and disrupt job 

tasks owing to the exhaustion they are facing, and thus influence their colleagues 

in an undesirable way (Maslach et al., 2001). The use of social media could be 

associated with emotional exhaustion, as it might induce interruptions as well as 

conflicts between the employees’ work and their personal life. Wright and 

colleagues (2014) suggest that ICT use after-hours could lead to an increased 

perception of work-life conflict and cause burnout. Other researchers, similarly, 

found a positive association between employees’ social media use and emotional 

exhaustion (Charoensukmongkol, 2016; Van Zoonen et al., 2016b). Nevertheless, 

a few studies reported a non-significant correlation between social media use and 

emotional exhaustion (e.g., van Zoonen & Rice, 2017, van Zoonen, et al., 2017), 

which implied that the association between social media use and emotional 
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exhaustion was presented differently across studies and samples. More specifically, 

a recent cross-cultural study indicated that cultural differences could be one of the 

plausible explanations of the current inconsistent results found. 

Charoensukmongkol, Moqbel and Gutierrez-Wirsching (2017) conducted a survey 

study on two different employee samples (U.S. and Thailand) to examine the 

relationship between social media use and job burnout. While the U.S. sample 

presented a positive and weak correlation between social media use intensity with 

emotional exhaustion, this same association was positive but non-significant in the 

Thailand sample. As such, a more fundamental research question was proposed: 

 

RQ4. What is the association between the use of social media and emotional 

exhaustion among employees? 

 

2.3.5 Work-Life Conflict and Social Media Use 

Work-life conflict (used interchangeably with work-nonwork conflict, work-home 

conflict, and work-family conflict) can be defined as a form of inter-role conflict, 

where the role demands of a domain hinder individual from fulfilling the demands 

of a role in another domain (Boles, Howard, & Donofrio, 2001; Greenhaus & 

Beutell, 1985). It is suggested that the demands of work-role and life-role are 

mutually incompatible, and thus, meeting the demands of one domain would make 

it difficult for individuals to fulfill the demands of another domain (Edwards & 

Rothbard, 2000). Therefore, conflict in a role (e.g., life-role) would be increased 

when one spends more time and/or effort on another role (e.g., work-role) (Boswell 

& Olson-Buchanan, 2007). Work-life conflict typically occurs in two directions: (a) 

work to life, which occurs when work obligations interfere with family 

responsibilities or personal life, and (b) life to work, which occurs when family 
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responsibilities or personal life interfere with work obligations (Bagger & Li, 2012; 

Greenhaus & Beutell, 1985). More specifically, work-life conflict can also be 

classified into three dimensions: time-based, strain-based, and behavior-based. 

Time-based conflict occurs when time spent on one role hinder the induvial from 

performing the responsibilities in another role; strain-based conflict happens when 

pressures from one role impedes the fulfillment of responsibilities in another role; 

and behavior-based conflict arises when behaviors presented in one role are 

contradictory with the behaviors needed in another role (Greenhaus & Beutell, 

1985). Prior studies have linked work-life conflict with different employee 

outcomes including increased burnout, higher absenteeism and turnover intentions, 

and also decreased engagement, job performance and satisfaction (Cain, Busser, & 

Kang, 2018; P. Wang & Walumbwa, 2007). It is commonly believed that long 

working hours is the major contribution of work-to-life conflict, as it makes 

employees harder to fulfill the demands of and/or drained them from their life-role 

and/or family-role (Edwards & Rothbard, 2000). 

 

Studies have investigated the impact of smartphone and social media on work-

life conflict, and most of these studies are specifically examining work-to-life 

conflict (e.g., Derks, Bakker, Peters, & van Wingerden, 2016; Jiang et al., 2017). 

Recent studies focused on the conflict that arises from the use of communication 

technologies outside regular work hours (e.g., Boswell & Olson-Buchanan, 2007; 

Wright et al., 2014). Although the use of such new forms of media technologies for 

work purposes could bring numerous benefits to organizations, such as helping to 

create flexibility to work at a convenient location and time, and possibly improve 

employees’ work productivity (Leftheriotis & Giannakos, 2014). The boundaries 

between personal life and professional life, however, might be blurred as it is highly 



 30 

possible that employees would be requested to perform job-related tasks or 

response to work-related messages via social media after regular work-hours. It 

would interrupt or distract employees from their life-role during their leisure time. 

Scholars suggested that the employees’ work-related personal social media use 

could lead to work-to-life conflicts and such conflicts would drain the available 

resources the individuals have for other work and life demands, and thus further 

lead to emotional exhaustion, and lower level of work engagement (van Zoonen et 

al., 2017). Yet, the findings of a survey conducted with communication 

professionals found non-signification associations between social media use and 

both time-based and strain-based work-to-life conflict (Jiang et al., 2017). It 

remains debatable as to whether using social media at work induces the interference 

from work to life. This thesis, hence, focuses on the work-to-life conflict and seeks 

to reveal its association with employees’ social media use. The following research 

question was proposed: 

 

RQ5. What is the association between the use of social media and work-to-life 

conflict among employees? 

 

2.4 Potential Moderators of the Effect of Social Media Use 

It is possible that there are potential moderators that attenuate or accentuate the 

effects of social media on individual-level workplace outcomes and contribute to 

the inconsistent findings between studies discussed in the earlier sections. Within 

the pool of studies included in this meta-analysis, the following moderators were 

identified for coding: type of social media, the purpose of use, the period of use, 

culture, age, gender, age, and job position.  
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2.4.1 Types of Social Media  

The existing social media could be broadly classified into two types — enterprise 

social media (ESM) and public social media (PSM) (Kwahk & Park, 2016). 

According to Leonardi, Huysman and Steinfield (2013, p.2), ESM refers to “web-

based platforms that allow workers to (1) communicate messages with specific 

coworkers or broadcast messages to everyone in the organization; (2) explicitly 

indicate or implicitly reveal particular coworkers as communication partners; (3) 

post, edit, and sort text and files linked to themselves or others; and (4) view the 

messages, connections, text, and files communicated, posted, edited and sorted by 

anyone else in the organization at any time of their choosing.” And hence, ESM 

was specifically designed for and used within organizations. Apart from enterprise 

social networking sites, there are also MIM applications that are specifically for 

enterprise use (Cheng, 2018). Recently, different studies have examined the use of 

ESM among employees as well as its potential impacts to both organizations and 

employees (e.g., Lu, Deng, & Pan, 2019; Mäntymäki & Riemer, 2016; Qi & Chau, 

2018). For example, Kwahk & Park (2016) found that employees perceived an 

increase in job performance through the use of ESM for knowledge sharing. More 

recently, Lu, Deng and Pan (2019) indicated that ESM could be affecting the 

turnover intent of the employees.  

 

Although PSM, such as Facebook and Twitter, was frequently used for daily 

social interactions between individuals and was not designed specifically for 

organizational use, these publicly available social networking sites and mobile 

instant messaging applications had been widely used by employees at work and/or 

for work-related purposes, such as acting as tools for information seeking at work 

or for social connections with coworkers (e.g., L. V. Huang & Liu, 2017; Robertson 
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& Kee, 2017; Sheer & Rice, 2017). While scholars demonstrated that the use of 

PSM could potentially enhance job performance and job satisfaction of employees 

(L. V. Huang & Liu, 2017; Robertson & Kee, 2017), others suggest that the use of 

PSM could induce interruptions (Andreassen et al., 2014b), which could eventually 

engender negative impacts on the employees and the organizations. Given the 

diverse nature, foci and patterns of use between ESM and PSM, it is possible that 

the use of these two different types of social media will generate a different impact 

on organizational outcomes, and thus, the type of social media will be tested as a 

moderator in this thesis.  

 

2.4.2 Purpose of Social Media Use  

After reviewing the relevant studies, this thesis contends that employees’ social 

media use could be categorized into two major purposes — task-specific use and 

personal/non-task specific use. The task-specific use of social media refers to the 

specific use of social media for performing work task, which includes cognitive 

use (such as creating content for work or collaboration with colleagues; Ali-Hassan 

et al., 2015) and informational use (such as seeking or sharing task-specific 

information; Wong et al., 2016). Such task-specific use facilitates knowledge 

sharing and transfer, as well as work communication between employees, and may 

enhance individual job performance (Kwahk & Park, 2016; Pitafi et al., 2018).  

 

The personal or non-task specific use such as taking break from work, on the 

other hand, presented no effect on employees work performance (Moqbel & Aftab, 

2015). Some even argued that such use could be considered as distractions or 

interruptions at work and bring about negative impacts to both employees and the 

organizations (Andreassen et al., 2014b). However, personal/non-task specific use 
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could benefit employee well-being. For example, it is found that one of the reasons 

for employees to use social media during work-hours is to take mental breaks from 

work (Pew Research Center, 2016), and such “cyber loafing” might help the 

individual to reduce work stress and job burnout. Furthermore, such personal/non-

task specific use reflects the use of social media for networking, interacting and 

building social relationship with coworkers (L. V. Huang & Liu, 2017), which 

could hence boost employee job satisfaction (Roberson & Kee, 2017). The purpose 

of use might moderate the associations between social media use and the employee 

outcomes intended to be tested in this thesis.   

 

2.4.3 Period of Social Media Use  

Among the empirical studies examining the relationship between employees’ social 

media use and work-related outcomes, most have measured social media use during 

work hours or without specifying the period of use (e.g., Moqbel & Aftab, 2015; 

van Zoonen & Rice, 2017). The social media use after regular working hours 

received comparatively little attention. To most social media research, the period 

of use might not be relevant as it is probably unrelated to the phenomena being 

examined. Yet, the period of use — during working hour versus after working hours 

— is critical for studies examining the relationships between social media use and 

organizational outcomes, because after-hours use could possibly induce more 

negative impacts on employees by increasing job demand and work stress while 

interfering with their rest and recovery from daily work. Earlier studies had 

demonstrated the negative impacts of after-hours smartphone use on employees’ 

work-life interaction, work engagement and burnout (Derks & Bakker, 2014; Derks, 

Duin, Tims, & Bakker, 2015; Wright et al., 2014), and similarly, recent studies 

examining social media use after working hours among employees found that such 
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use was positively correlated with work-to-life conflict (Li & Yuan, 2018; S. Liu 

et al., 2015). However, as only two articles in the dataset explicitly measured 

employees’ after work social media use, there are insufficient cases to perform 

moderation analyses on the period of social media use in this thesis.  

 

2.4.4 Other Moderators  

Apart from the above-mentioned moderators specific to organizational social 

media use, demographic factors including culture, age, gender, and education level 

are coded and tested for their moderator effects. These factors have shown potential 

influences in individuals’ motivation, pattern and/or frequency of social media use 

(Andreassen et al., 2014a; Jackson & Wang, 2013; Y. Kim, Sohn, & Choi, 2011). 

Furthermore, as the focus of this thesis is the use of social media among employees 

and its impact on individual-level workplace outcomes, job position is particularly 

relevant and worth examining as a moderator. Prior studies found that job position 

is negatively correlated with social media use at work and emotional exhaustion 

(e.g., van Zoonen & Rice, 2017; Van Zoonen et al., 2016b). To explore the potential 

moderating effects of the above factors, the following research question is proposed: 

 

RQ6: Do the (a) type of social media employed, (b) purpose of social media use, 

(c) culture, (d) age, (e) gender, (f) job position, and (g) education level 

moderate the impact of social media use on the employee outcomes? 
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CHAPTER 3 METHODOLOGY 

 

3.1 Methodology 

To address the research questions proposed in the previous chapter, a meta-

analytical approach was adopted as it allows the synthesis of results from multiple 

quantitative studies and estimation of the overall effect of one variable on another 

(Kosenko, Luurs, & Binder, 2017). In contrast to a narrative review, meta-analysis 

works beyond the p-value by directly examining the effect size from each of the 

individual studies. It also includes all of the effects in one single statistical synthesis 

which allows researchers to compute and test a summary effect (Borenstein et al., 

2011). While meta-analysis is limited to quantitative studies and based on the 

information reported in prior empirical analyses, it offers a more precise estimate 

of the relationships between constructs in the population than individual studies 

through increased amounts of data and statistical power. In addition, it can help to 

resolve the inconsistencies found in the prior studies and provide plausible 

explanations of the discrepancies by identifying the factors moderating the 

associations (Stone & Rosopa, 2017).  

 

To conduct a meta-analysis to examine the effects of social media use on the 

employee outcomes of interest, a total of four major steps were taken. First, a 

comprehensive database search was conducted to locate peer-reviewed, published 

journal articles which examined the associations between social media use and the 

targeted employee outcomes. Second, the articles gathered from the database 

search were screened according to the inclusion criteria developed. Details and 

potential moderators of the screened articles were then coded. After the coding 

process, the effect sizes were extracted from the included articles. Following 
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Lipsey and Wilson’s (2001) recommendation, correlation coefficients — the 

Pearson product-moment coefficient (r) — was chosen as the main effect size 

metric. Third, statistical adjustments were performed on the extracted effect sizes. 

The effect sizes were converted into Fisher’s z scale to normalize the variance. 

Fourth, statistical analyses including moderator analyses and analyses for 

publication bias were performed. The random-effects model was adopted in this 

thesis to examine the associations between social media use and employee 

outcomes. In addition, the potential moderators among the associations were tested 

by the subgroup analyses and meta-regression analyses.  

 

The next sections describe the details of the search process, inclusion and 

exclusion of studies, data extraction, statistical adjustments, and analytic 

procedures.  

 

3.1.1 Search Process   

A database search of the titles and abstracts of studies published in peer-reviewed 

journals from 1 January 2009 to 31 December 2018 was performed on Science 

Direct, EBSCOhost, ProQuest, and Google Scholar. In EBSCOhost, the search was 

confined to the sub-databases: Business Source Complete, Communication & Mass 

Media Complete, and ERIC. In ProQuest, sub-databases ProQuest Central, 

PsycARTICLES, and PsycINFO were searched. The following search terms and 

its derivates were combined with the use of the Boolean “AND”/ “OR” operators 

during the database search: Web 2.0, social media, social network site, social 

networking site, online social network, communication technology, instant 

messenger, Facebook, Twitter, LinkedIn, employee outcome, performance, 

satisfaction, engagement, burnout, exhaustion, and work-life conflict. Peer-
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reviewed, published journal articles which examined the targeted effects of this 

study and potentially used quantitative method (articles reported the use of 

statistical analysis or did not specify the analytical approach in the abstract) were 

gathered. 

 

According to meta-analysts, the results of a meta-analysis study including 

only published articles could possibly be affected by publication bias (or report 

bias) (Borenstein et al., 2011; Hunter & Schmidt, 2004). Attempting to control the 

publication bias, some meta-analysis studies also searched for conference papers, 

unpublished studies, book chapters, dissertations and/or through contacting 

scholars in the field (e.g., Kuang & Wilson, 2017). Non-journal articles, however, 

were excluded in this study owing to several reasons. First, as conference papers 

and dissertations are often published as journal articles eventually, excluding the 

unpublished versions would prevent drawing effect sizes on the same data more 

than once in the analysis (Kosenko et al., 2017). In fact, some conference papers 

and dissertations appeared in the initial search, and these studies were published as 

journal articles and were already retained for the full-text screening (e.g., Wong, 

Davison, Ou, & Cheng, 2014). Second, an empirical study by Ferguson and 

Brannick (2012) examined 91 meta-analysis publications and found that instead of 

reducing publication bias, including unpublished manuscripts in a meta-analysis 

study might actually worsen the publication bias. Third, contacting scholars to 

identify additional unpublished studies would be time-consuming and infeasible 

within the schedule of an MPhil study. Hence, the database search performed 

focused on peer-reviewed published journal articles. Conference papers, 

dissertations, and book chapters would not be included in the full-text screening.  
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After the title and abstract screening, articles which potentially examined the 

targeted effects of this study with the use of quantitative method were retained, and 

the full-text of these articles were collected. The full-text of four articles could not 

be retrieved and hence were dropped from this study. After removing the duplicates, 

a total of 123 full-text articles were gathered. Next, in order to identify potentially 

useful articles that were not included in the database search, the reference lists of 

the articles gathered were manually reviewed. In this process, an additional of 

seven articles were identified and the full-text of these articles were gathered. 

Hence, the database search and reference list mining produced a total of 130 results.  

 

3.1.2 Building the Meta-Analytic Dataset 

After the literature search, each of the 130 full-text articles was reviewed to identify 

the operational definitions of the major variables interested in this study: employee 

social media use, job performance, innovative performance, job satisfaction, work 

engagement, emotional exhaustion, and work-life conflict, as well as the potential 

moderators. The following is the summary of the constructs examined in this study 

and the filtering and coding procedure for building the final dataset:  

 

3.1.2.1 Independent construct  

3.1.2.1.1 Employee Social Media Use. The independent construct — employee 

social media use could be broadly operationalized as the frequency of using or time 

spent on publicly accessible social media or enterprise social media for task-

specific activities or personal purposes (e.g., Chung & Kim, 2017; Xin Zhang et 

al., 2018), or the generic use of social media (usually measured by the social media 

use intensity scale, e.g., Moqbel & Aftab, 2015). In many original studies, social 

media use was measured as a unidimensional construct. For example, Moqbel and 
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Nah (2017) measured only the employees’ enterprise social media use, Syrek, 

Kuhnel, Vahle-Hinz and De Bloom (2018) measured only the time spent on social 

media for non-work purposes. Other studies measured social media use as a 

multidimensional construct. For example, Ali-Hassan, Nevo and Wade (2015) 

defined and measured social media use through three distinctive categories: social 

use, hedonic use, and cognitive use. While the majority of the studies measured 

employee social media use using Likert scale, two studies measured it as a dummy 

variable: SNS user vs. SNS nonuser (H. Kim & Chung, 2014), and yes or no to 

whether social media was officially used for work purposes (Demircioglu, 2018). 

In brief, this thesis included measures which assessed employees’ frequency or 

intensity of using social media or time spent on social media, whether one is a 

registered user of social media, and the frequency of performing work-related, 

personal-related, or social-related social media activities.  

 

Among some of the full-text articles reviewed, constructs such as information 

and communication technologies (ICT) use (e.g., Ter Hoeven et al., 2016) and 

smartphone use (e.g., Derks et al., 2016) were examined. These constructs were 

somewhat related to social media use or even included item(s) measuring the use 

of social networking sites and/or mobile instant messaging tools among employees. 

However, non-relevant communication tools such as email were included when 

measuring these constructs. At the same time, social media use was not treated as 

a separate variable in these studies. Hence, studies that examined ICT and 

smartphone use without reporting or furnishing information about the more 

specific relationship between social media use and workplace outcomes are 

excluded from the dataset. Besides, instead of social media use, several studies 

examined problematic forms of social media use in workplace, such as Cao and Yu 
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(2019) which measured the excessive use of social media in workplace, or the 

perception of social media of the employees, such as Ajjan, Hartshorne, Cao and 

Rodriguez (2014) which measured the personal attitude, perceived usefulness and 

perceived enjoyment of ESM use. These problematic use and perception of social 

media measurements were not comparable with the social media use measures 

examined in this thesis. For example, excessive social media use was defined as 

“the degree to which an individual feels that she or he spends too much time and 

energy on social media for information seeking, communicating, and socializing” 

(Yu, Cao, Liu, & Wang, 2018, p.1111). Such problematic forms of use are not the 

same as the frequency of an individual using social media for information seeking, 

communicating, and socializing per se. Hence, these studies were excluded from 

the analysis.  

 

3.1.2.2 Dependent constructs  

3.1.2.2.1 Job Performance. Job performance could be broadly defined as the 

extent an individual’s goals at work are accomplished (Williams & Anderson, 

1991). Among the reviewed articles, job performance was often measured as the 

in-role or routine performance of an individual (e.g., Moqbel & Nah, 2017; Pitafi 

et al., 2018), and it represents one’s performance on “job-related tasks which are 

mandated, coordinated and rewarded by the organization and are set to meet 

organizational goals” (Janssen & Van Yperen, 2004, p.369). Although citizenship 

performance and counterproductive performance should also be included in the 

meta-analysis, the present literature search did not locate any empirical study that 

examined the association between social media use and citizenship performance, 

and counterproductive performance.  
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As discussed in the previous chapter, when examining the association between 

social media use and performance of employees, some studies measured the 

innovative performance which assesses the employee’s ability to deal with 

difficulties, opportunities and uncommon situations by generating, promoting and 

implementing new ideas (Ali-Hassan et al., 2015). These studies adopted the 

innovative performance scale by Janssen and Van Yperen (2004). In this thesis, the 

effect of social media use on innovative performance would be tested separately 

from (in-role/routine) job performance.  

 

3.1.2.2.2 Job Satisfaction. Job satisfaction is commonly defined as a positive or 

pleasant feeling arising from the self-appraisal of an individual’s job or job 

experiences (Locke, 1969). It was measured by several scales including Brayfield 

and Rothe’s (1951) 5-item job satisfaction scale and Cammann, Fichman, Jenkins, 

and Klesh’s (1979) 3-item scale job satisfaction. Two studies — Sheer and Rice 

(2017) and Kim and Chung (2014) — measured job satisfaction by asking the 

participants to rate the tangible benefits such as working conditions, wages, and, 

welfare, instead of measuring the job or job experiences induced emotional state.   

 

 In one study (Demircioglu & Chen, 2018), two items were used to measure 

the concept “intrinsic motivation” — “I enjoy the work in my current job” and “My 

job gives me a feeling of personal accomplishment”. These two items, however, 

were conceptually identical to the commonly used items for measuring job 

satisfaction, e.g., “My job gives me a sense of fulfillment”, “I am very pleased with 

my current job”. Thus, this measure is treated in this thesis as job satisfaction and 

included to examine the association between social media use and job satisfaction.  
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3.1.2.2.3 Work Engagement. Work engagement refers to the positive, fulfilling, 

and affective motivational state of work-related wellbeing (Bakker et al., 2014). 

The Utrecht Work Engagement Scale (UWES) by Schaufeli and Bakker (2004) was 

widely used by the reviewed full-text articles to measure participants’ work 

engagement (e.g., Syrek et al., 2018; van Zoonen & Rice, 2017). Two studies (i.e., 

J. Kim & Gatling, 2018; Naim &Lenka, 2017) used the job engagement scale 

developed by Rich, Lepine & Crawford (2010) and measured the cognitive, 

emotional, and physical dimensions of work engagement. 

 

3.1.2.2.4 Emotional Exhaustion. Emotional exhaustion refers to the feelings of 

overextended and exhausted of emotional and physical resources. It is the core and 

the most noticeable manifestation of job burnout (Maslach et al., 2001). Among the 

articles reviewed, emotional exhaustion was measured by the emotional exhaustion 

subscale of the Maslach Burnout Inventory (MBI) (e.g., Charoensukmongkol, 2016; 

van Zoonen et al., 2017).  

 

3.1.2.2.5 Work-life conflict. Work-life conflict is an extension of work-family 

conflict, which refers to the inter-role conflict occurred when work obligations 

interfere with personal life (Bagger & Li, 2012). Among the reviewed articles, most 

studies were specifically referring to only work-to-life conflict, and because this 

thesis focuses on the interference of work role on life role, only the studies that 

measured work-to-life conflict were retained. In addition, Jiang, Luo and 

Kulemeka (2016) operationalized work-to-life conflict as two distinct forms — 

time-based work-to-life conflict and strain-based work-to-life conflict, and 

separately measured and reported the two forms in their study. The other studies 
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reviewed, on the order hand, did not separately measure and report the two forms 

of work-to-life conflict (e.g., Li & Yuan, 2018; van Zoonen et al., 2017).  

 

3.1.2.3 Potential Moderators  

The type of social media and the purpose of use in the articles reviewed were coded 

and checked for moderator effect. Studies were classified into two groups based on 

the type of social media measured. One group comprised studies that explicitly 

measured the use of publicly accessible social media (PSM) while the other group 

comprised studies that explicitly measured the use of enterprise social media 

(ESM). Similarly, studies were classified into two groups for the purpose of social 

media use. One group comprised studies that measured only task-specific social 

media use (e.g., cognitive and informational use, workplace communication in 

daily work, or explicitly asking for the social media use for only work purposes) 

while the other group comprised studies that measured only personal/non-task 

specific social media use (e.g., social use and hedonic use, intensity of social media 

use).  

 

The commonly tested moderators in meta-analysis studies — culture, age, and 

gender — would be tested. Studies reviewed were classified into two groups 

depending on the county where the sample was recruited from (East vs. West). Age 

would be coded by the mean age of the sample and gender was coded by the 

percentage of female participants. Several studies recorded the job position and 

education level of participants. The moderator effect of job position was examined 

as measured by the percentage of participants at the managerial level, while 

education level was examined as measured by the percentage of participants 

owning bachelor’s degree or above. 
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3.1.3 Filtering Process 

Studies were included in this meta-analysis if the following criteria were met:  

(1) The effects of social media use and employee outcomes — job performance, 

innovative performance, job satisfaction, work engagement, emotional 

exhaustion and/or work-to-life conflict — were examined.  

(2) Quantitative methods (e.g., survey methods, experimental designs) were 

used.  

(3) Effect size (e.g., r, t, F, chi-square) was reported, or enough data were 

provided to compute one (e.g., means and variances across two groups). 

Studies reported only the results of multivariate models (e.g., multiple 

regression model) without the bivariate relationship of the targeted 

variables will be excluded.  

(4) The sample of the study was full-time or part-time employees in 

organizations.  

(5) The article reporting the study was written in English.  

 

After screening the full-text articles collected based on the above criteria, it 

was discovered that six studies (i.e., Andreassen et al., 2014b; Korzynski, 2015; 

Leftheriotis & Giannakos, 2014; Leung & Zhang, 2017; Sheer & Rice, 2017; Stich, 

Tarafdar, Cooper, & Stacey, 2017) did not report the effect sizes (or presented only 

regression coefficients), and the data provided in the articles were insufficient for 

computing the effect sizes. Following the standard practice of meta-analysis studies 

(e.g., Kosenko et al., 2017; Kuang & Wilson, 2017; Nahrgang et al., 2011), attempts 

were made to contact the corresponding authors and request for the relevant effect 

sizes. As of 1st May 2019, only one author responded to the request and provided 
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the original dataset for calculating the correlation coefficients, and hence, this study 

(i.e., Sheer & Rice, 2017) were included in the final dataset. The other five studies 

(i.e., Andreassen et al., 2014b; Korzynski, 2015; Leftheriotis & Giannakos, 2014; 

Leung & Zhang, 2017; Stich et al., 2017) were excluded as no response from the 

authors was received. In addition, another 96 articles were excluded due to the 

following reasons: no relevant effect related to any of the research questions of the 

present study (n = 81); wholly student sample and no employees were included (n 

= 2); no empirical data was provided (n = 6); only qualitative method was employed 

(n = 6); full-text article not written in English (n = 1).  

 

It should be noted that during the screening procedure, it was discovered that 

some of the empirical studies were, in fact, investigating the perceived impact of 

social media use on job performance and/or job satisfaction (e.g., L. V. Huang & 

Liu, 2017; Kuegler et al., 2015) instead of the self-reported job performance or 

satisfaction that this thesis sought to examine. As Kuegler, Smolnik and Kane 

(2015, p. 92) defined, task performance impact measures the extent to which social 

media use “improves individuals’ ability to accomplish their work tasks”, and 

conceptually, such measures were not indicative of self-rated performance or 

satisfaction of work but the perceived gain in performance or satisfaction from the 

use of social media. For example, in Huang and Liu (2017), items such as “As a 

result of interaction with my peer coworkers on Facebook, I think that my ability 

to perform my job duties has improved” and “As a result of interaction with my 

peer coworkers on Facebook, I think that the reliability of my job performance has 

improved” were used to measure employee job performance. These items were in 

fact measuring the perceived impact of social media use on job performance and 

were not equivalent to the self-reported job performance that this thesis sought to 
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examine. Hence, those studies which measured perceived impact of social media 

use were regarded in this thesis as “containing no relevant effect related to the 

present study” and were excluded.  

 

After the filtering process, the final dataset for the meta-analysis contained a 

total of 29 peer-reviewed, published journal articles. See Figure 1 for the summary 

of the selection procedure. 
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Phase 1: Database search 

- ScienceDirect 
- EBSCOhost (Business Source Complete, Communication & Mass 

Media Complete, ERIC) 
- ProQuest (ProQuest Central, PsycARTICLES, PsycINFO) 
- Google Scholar  

Phase 2: Title & Abstract Screening 

Full-text studies collected: 123 
 
 

Phase 3: Full-text Screening  

Full-text Screened: 130 

Included from 

references:  

7 

Total number of studies included in 

the meta-analysis: 29  

 

Excluded: 101 

- Not related: 81 
- Students as sample: 2 
- No empirical data: 6 
- Qualitative study: 6 
- Studies with insufficient 

statistical information: 5 
- Not in English: 1 

Figure 1. Study selection procedure for the meta-analysis 
 

Full-text not 

found:  

4 
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3.1.4 Coding Process 

The major variables of interest among the studies included in the final dataset were 

coded in excel spreadsheets accordingly after the review, and the effect sizes were 

extracted. In addition, the following characteristics of each article were identified 

and coded: the authors; the sample size; type of social media measured (PSM/ESM); 

purpose of social media use (task specific/personal or non-task specific) period of 

social media use measured (during working hours/after working hours); and the 

characteristics of the sample (i.e., culture, age, gender, job position, and education 

level).  

 

3.1.5 Data Synthesis and Statistical Analyses  

3.1.5.1 Meta-analysis software used 

The analyses of this study were carried out with the Comprehensive Meta-Analysis 

2.0 program (CMA 2.0). CMA is a software developed specifically for meta-

analysis, it is easy to use and is flexible for working with different kinds of data 

(Borenstein et al., 2011). The software enables users to perform meta-analyses on 

both fixed-effect and random-effects models and allows users to conduct 

supplementary analyses including analysis for publication bias, as well as subgroup 

analysis and meta-regression analysis for examining moderator variables. The 

CMA software had been employed in several meta-analysis studies by different 

scholars (e.g., L. Chen & Shi, 2019; Kuang & Wilson, 2017). 

 

3.1.5.2 Statistical adjustments  

In this thesis, the Pearson product–moment correlation (Pearson’s r) was used as 

the main outcome metric, as followed Lipsey and Wilson’s (2001) suggestions. 

Except for the study which the effect sizes were obtained following a request to the 
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authors, the effects identified in the other 28 articles were originally reported in the 

articles as a bivariate Pearson’s r correlation or equivalent (i.e., Spearman's rank 

correlation coefficient). Hence, no mathematical conversion was needed when 

extracting the raw correlations from these studies (Durlak, 2009).  

 

  Next, the correlation coefficients were converted to Fisher’s z scale. Meta-

analysts suggested that the correlation coefficients should be converted to the 

Fisher’s z scale when conducting meta-analyses and the transformed values should 

be used in all analyses, because the variance of the correlation coefficient depends 

strongly on the correlation itself (Borenstein et al., 2011). Following this 

suggestion, the correlations extracted earlier were converted to Fisher’s z scale, 

weighted by n, with the in-built converter of the CMA 2.0 program to normalize 

the variance. The transformed values were used in the main analyses and the 

supplementary analyses performed in this thesis.  

 

It should be noted that some studies measured multiple dimensions of social 

media use (e.g., Xin Zhang et al., 2018, which measured both social-related and 

work-related social media use) or employed multiple measures for the same 

dependent construct (e.g., Jiang et al., 2016, which separately measured and 

reported time-based and strain-based work-to-life conflict). According to Schmidt 

and Hunter (2004), these effect sizes should not be considered as independent effect 

sizes and included in the meta-analyses as if they were from separate studies, 

because it could bias the estimation of the true variation in effect sizes across 

studies and interfere with the test of moderators. For these studies, the mean of the 

effect sizes was taken to create a synthetic effect size for the study (Hedges, Tipton, 

& Johnson, 2010), and these synthetic effect sizes (study-averaged effect sizes) 
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were used in the present analyses.  

 

Two of the included studies conducted multiple waves of surveys with the 

same participants (i.e., Li & Yuan, 2018; van Zoonen & Banghart, 2018). As the 

number of participants at the time points were different due to drop-out, instead of 

averaging the correlation coefficients across time points, only one correlation 

coefficient of the study was extracted and used as the effect size in this meta-

analysis. For Li and Yuan (2018), the correlation coefficient between social media 

use and work-life conflict in the first wave (T1) was selected as the effect size of 

the study because the authors explicitly stated the sample size used to calculate the 

correlation coefficient in T1 (n = 310) and the descriptive statistics reported in the 

study were based on the sample in T1. For van Zoonen and Banghart (2018), the 

correlation coefficient between social media use and work engagement of the final 

wave (T3) was selected as the effect size of the study. The decision was made for 

two reasons. Firstly, it was unclear if the correlation coefficients of the first two 

waves were calculated based on the sample of each wave (nwave 1 = 1,008 and nwave 

2 = 647) or the final sample (nfinal =361). Secondly, the descriptive statistics reported 

in the study were based on the final sample. Furthermore, one study (Syrek et al., 

2018) employed ecological momentary assessment to examine the impact of 

personal social media use on employee engagement. In this study, both the 

between-person effect and within-person effect of social media use on work 

engagement were reported. As this thesis sought to investigate the association 

between social media use and work engagement across employees, the between-

person association was used as the effect size.  
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In addition, while some of the included studies did not provide information 

about the age of the participants (e.g., H. Kim & Chung, 2014), some studies 

provided only the frequency count of age range instead of mean age of the sample 

(e.g., Ali-Hassan et al., 2015; Xin Zhang et al., 2018). As mentioned, this thesis 

sought to examine the moderator effect of age on the associations between social 

media use and employee outcomes, and age would be coded with the mean age of 

the sample. Those studies which reported the frequency count of the age range do 

provided sufficient information for estimating a mean age of the sample and were 

included in the moderator analysis. The following formula was used to estimate the 

mean age of the studies which reported the frequency count of the age range:  

 

x̄	= ∑mf / n 

 

where m is the mid-point of the class, f is the frequency and n is the sample size 

(CK-12 Foundation, 2016). 

 

3.1.5.3 Analytical approaches  

3.1.5.3.1 Calculation of weighted average effect sizes. In this meta-analysis study, 

the random-effects model was used for each outcome variables separately. When 

conducting meta-analyses, researchers are required to decide whether the fixed-

effect model or the random-effects model should be employed. The fixed-effect 

model assumes that all studies in the meta-analysis share a common (true) effect 

size as all factors that could influence the effect size are the same in all the studies; 

the random-effects model, on the other hand, does not assume the existence of a 

single effect between variables in studies carried out in different samples 

representing different populations (Borenstein et al., 2011). In contrast to the fixed-
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effect model, the study weights are more balanced under the random-effects model 

because large studies will be assigned less relative weight while small studies will 

be assigned more relative weight (Borenstein et al., 2011). According to Borenstein, 

Hedges, Higgnins, and Rothstein (2011), when studies of the meta-analysis were 

gathered from the published literature and were performed by researchers operating 

independently, the random-effects model would be a more reasonable approach. 

Additionally, Anker, Reinhart, and Feeley (2010) suggest that the random-effects 

model allows the generalization of results beyond the included studies of a meta-

analysis. After considering the nature of the studies included in this thesis, the 

random-effects model was employed for calculating the summary effects.  

 

As the random effects model was employed, each study was weighted by the 

inverse of its variance, which includes the original (within-studies) variance plus 

the between-studies variance (Borenstein et al., 2011). To allow ease of 

interpretation, the statistics of Fisher’s z and their 95% confidence intervals (CIs) 

of the weighted average effect sizes were converted back to the r metric using the 

in-built function of the CMA software. 

 

In addition, the heterogeneity of the effect sizes was tested using Cochrane’s 

Q, τ2, and I2 to examine and quantify the amount of observed variance accounted 

for by true heterogeneity rather than sampling error (Baruh, Secinti, & Cemalcilar, 

2017; Higgins, Thompson, Deeks, & Altman, 2003). Specifically, Cochran’s Q is 

distributed as a chi-square statistic and is the classic measure of homogeneity, 

scholars suggest that significant Q statistic indicates significant heterogeneity (M. 

B. Nielsen & Einarsen, 2012); I2 describes the percentage of variation across 

studies that is due to heterogeneity rather than by chance, I2 value closer to 100 
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indicate higher levels of heterogeneity (Higgins et al., 2003); and τ2 is the estimated 

variance of the population effect sizes (Higgins et al., 2003). Scholars have pointed 

out that Cochran’s Q has low power as a comprehensive test of heterogeneity 

especially when the number of studies is small (i.e., most meta-analyses) and, 

conversely, too much power if the number of studies is large (Higgins et al. 2003). 

By contrast, I² is not essentially dependent on the number of studies considered and 

thus a more suitable measure of the level of heterogeneity in meta-analyses 

(Higgins & Thompson, 2002; Higgins et al., 2003). 

 

3.1.5.3.2 Examination of moderators. To test if the observed variance among 

effect sizes was due to the presence of potential moderators, subgroup analyses and 

meta-regression analyses were performed. In this study, the categorical moderators 

— type of social media, the purpose of social media use, and culture — were tested 

with the subgroup analysis using the random-effects model. In the subgroup 

analysis, the mean effect of the subgroups was compared, and the Q-test of 

homogeneity was used to access the significance of the moderator. A significant Q 

statistic between groups (Qbet) indicates a significant moderator effect (Borenstein 

et al., 2011). For the continuous moderators — age, gender, job position, and 

education level — random effects meta-regression analyses were conducted using 

the method of moments approach. In the meta-regression analysis, the relationship 

between study-level covariates and the effect size was assessed. In this study, the 

z-test was used to examine the significance of continuous moderators. A significant 

z-value indicates a significant moderator effect (Borenstein et al., 2011).  

 

In this thesis, both the Q statistic and I2 index were used as the indicators to 

decide if moderator analyses should be performed. Many scholars suggest that a 
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significant Q statistic implies significant heterogeneity of effect sizes across 

different studies and is required for a moderator analysis (Huedo-Medina, Sánchez-

Meca, Marín-Martínez, & Botella, 2006; M. B. Nielsen & Einarsen, 2012). Some 

scholars contend that I2 values ≥ 25% indicate at least some heterogeneity and the 

potential existence of moderators (Wendsche & Lohmann-Haislah, 2017). 

Following these suggestions, moderators were tested if the Q statistic of the 

weighted average association was significant and if the I2 index was equal to or 

larger than 25%. In addition, when a study did not report the specific moderator 

that this thesis sought to examine, that study would be treated as a missing value 

and excluded from the subgroup analysis or meta-regression analysis testing that 

moderator effect. In addition, meta-regression analyses were not conducted when 

three or fewer effect sizes were reported for a given relationship due to insufficient 

of variances for generating meaningful results (Baruh et al., 2017). 

 

3.1.5.3.3 Examination of publication bias. As studies presented non-significant 

effects tend not to get published, it is possible for the analyses conducted in the 

present study to overestimate the effects because of the potential publication bias 

(Rothstein, Sutton, & Borenstein, 2005). To detect for publication bias, the Begg’s 

funnel plot (Begg & Mazumdar, 1994) and Egger’s regression test of asymmetry 

(Egger, Smith, Schneider, & Minder, 1997; Sterne & Egger, 2005) were conducted. 

The Begg’s funnel plot and Egger’s regression test of asymmetry were frequently 

used in meta-analysis studies for detecting the presence of publication bias 

(Borenstein et al., 2011). In the absence of publication bias, the studies will be 

distributed symmetrically in the funnel plot. Conversely, if the studies were 

asymmetrically distributed in the funnel plot, potential publication bias is presented. 

As the interpretation of the funnel plots is relatively subjective a supplementary 
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test is warranted to quantify the observation. Among the different tests, the Egger’s 

regression test is one of the commonly used approaches to quantify and test the 

asymmetry, where a significant p-value indicates asymmetry and suggests the 

presence of publication bias (Egger et al., 1997; Sterne & Egger, 2005).  
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Chapter4 RESULTS 

 

4.1 Overview of Results 

The analyses in this study were based on the data derived from a total of 29 

published journal articles that examined the potential associations between 

employee’s social media use and job performance (n = 11), innovative performance 

(n = 3), job satisfaction (n = 10), work engagement (n = 8), emotional exhaustion 

(n = 5), and work-life conflict (n = 5). In the following sections, the characteristics 

of the included studies and the results of the meta-analytic review were presented.  

 

4.1.1 Review of Study Characteristics 

During the coding process, each of the articles included in this thesis was detailly 

reviewed. See Table 1 for the summary of article details and sample details.  

 

4.1.1.1 Article details  

After reviewing the articles included in this meta-analysis, some trends in relation 

to the publication of manuscript that dealt with employee’s social media use and 

work-related outcomes were revealed. Although the literature search was restricted 

by date, from 2009 – 2018, no journal article that was published prior to 2013 

involved quantitative empirical studies examining the association between social 

media use and the employee outcomes that this thesis sought to assess. The number 

of manuscripts examining the relationships of interest grew larger throughout the 

years, from two peer-reviewed journal articles in 2013 to nine peer-reviewed 

journal articles in 2018. In addition, the majority of the studies included in this 

meta-analysis study (n = 18, 62.07 %) were published in the last two years (i.e., 

2017 – 2018).  
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Table 1 Characteristics of the Included Studies  
Article   

 
n 

  
Outcomes 

  
Social Media Measures 

 Sample 
Collected 

 Sex 
(%F) 

 Age  Position 
(% 

Manager) 

 Education 
(% ≥ 

Bachelor)    Type  Purpose  Period    Range  Mean   

Ali-Hassan et al.  
(2015) 

 240  Job 
performance & 

Innovative 
performance 

 NR  Mixed  Work-hours  North 
America 

 24.5  18 - 
64 

 40.92a  NR  91.8 

Cao et al. (2016)  379  Job 
performance 

 NR  Task-specific  Work-hours  China  36.4  ⩽20 - 
⩾51 

 30.65a  26.7  100 

Charoensukmongkol 
(2014) 

 170  Job 
performance, 

job satisfaction 
& work 

engagement  

 PSM  Personal/non-
task specific 

 Work-hours  Thailand  62  NR  26.89   24  88 

Charoensukmongkol 
(2016) 

 211  Emotional 
exhaustion 

 PSM  Personal/non-
task specific 

 Work-hours  Thailand  50  NR  32.55   NR  78.5 

Charoensukmongkol 
et al. (2017) 

 174  Emotional 
exhaustion 

 NR  Personal/non-
task specific 

 Work-hours  United 
States 

 52  NR  30.25 
 

 26  56 

 182     Thailand  64  NR  28.62 
 

 22  89 

Chung & Kim (2017)  237  Innovative 
performance & 
Job satisfaction 

 NR  Task-specific  NR  South 
Korea 

 26  NR  34.3   NR  74 



 

 
 

58 

Table 1 continued 
Article   

 
n 

  
Outcomes 

  
Social Media Measures 

 Sample 
Collected 

 Sex 
(%F) 

 Age  Position  
(% 

Manager) 

 Education 
(% ≥ 

Bachelor)    Type  Purpose(s)  Period    Range  Mean   
Demircioglu & 

Chen (2018) 
 74,025  Job satisfaction  NR  Task-specific  Work-hours  Australia  56  <30 - 

⩾60 
 NR  NR  NR 

Demircioglu 
(2018) 

 8,705  Job satisfaction  NR  Task-specific  NR  Australia  NR  NR  NR  35  54 

Jiang, Luo & 
Kulemeka 
(2017) 

 458  Work-life 
conflict 

 PSM  Task-specific  NR  United 
States 

 54.1  NR  44  NR  84.5 

Kim & Chung 
(2014) 

 1,452  Job satisfaction  NR  Personal/non-
task specific  

 NR  South 
Korea 

 49  NR  NR  NR  NR 

Kim & Gatling 
(2018) 

 373  Work 
engagement 

 ESM  Personal/non-
task specific 

 NR  United 
States 

 57  NR  NR  NR  NR 

Lee & Lee 
(2018) 

 282  Job performance  PSM  Mixed  Work-hours  South 
Korea 

 50  20 - 59  35.99a  58.9  91.9 

Li & Yuan 
(2018) 

 310  Work-life 
conflict 

 PSM  Personal/non-
task specific 

 After-hours  China  53.2  NR  NR  11  NR 

Liu et al. (2015)  202  Work-life 
conflict 

 PSM  Mixed  After-hours  China  44.6  NR  31  52  NR 

Moqbel & Aftab 
(2015) 

 139  Job performance 
& job 

satisfaction 

 PSM  Personal/non-
task specific 

 Work-hours  Pakistan  35  NR  30  NR  NR 
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Table 1 continued 
Article   

 
n 

  
Outcomes 

  
Social Media Measures 

 Sample 
Collected 

 Sex  
(%F) 

 Age  Position 
 (% 

Manager) 

 Education 
(% ≥ 

Bachelor)    Type  Purpose(s)  Period    Range  Mean   

Moqbel & Nah 
(2017) 

 276  Job performance & 
Innovative 

performance 

 ESM  Mixed  Work-hours  United 
States 

 51  19 - 
67 

 35.6  NR  89.5 

Moqbel et al. 
(2013) 

 193  Job performance & 
job satisfaction 

 PSM  Personal/non-
task specific 

 NR  United 
States 

 53  NR  27  NR  NR 

Naim & Lenkan 
(2017) 

 209  Work engagement  NR  Not specified  NR  India  NR  16 - 
35 

 NR  NR  NR 

Pitafi et al. 
(2018) 

 175  Job performance  ESM  Task-specific  Work-hours  China  32.61  21 - 
50 

 31.16a  NR  86.31 

Robertson & Kee 
(2017) 

 306  Job satisfaction  PSM  Personal/non-
task specific 

 Both  United 
States 

 53.9  19 - 
82 

 38.36   NR  NR 

Sheer & Rice 
(2017) 

 245  Job performance & 
job satisfaction 

 PSM  Mixed   NR  Hong Kong  28.6  <20 - 
59 

 34.41a  15.1  14.7 

Syrek et al. 
(2018) 

 334  Work engagement  PSM  Personal/non-
task specific 

 Work-hours  Germany  50  18 - 
64 

 33.8   NR  89 

van Zoonen & 
Banghart 
(2018) 

 361  Work engagement  PSM  Mixed  NR  Netherlands  44  NR  47   NR  NR 
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Table 1 continued 

Article 
 

 
 
n 

  
Outcomes 

 
 

Social Media Measures  Sample 
Collected 

 Sex 
(%F) 

 Age  
Position  

(% 
Manager) 

 
Education 

(% ≥ 
Bachelor) 

 
   Type  Purpose(s)  Period    Range  Mean   

van Zoonen & 
Rice (2017) 

 364  Work engagement 
& emotional 
exhaustion 

 PSM  Mixed  NR  Netherlands  31  NR  42.38   25  64.6 

van Zoonen et al. 
(2016) 

 575  Emotional 
exhaustion & work-

life conflict 

 PSM  Personal/non-
task specific 

 NR  Netherlands  35.7  NR  42.06   37  NR 

van Zoonen et al. 
(2017) 

 421  Work engagement, 
emotional 

exhaustion & work-
life conflict 

 PSM  Mixed  NR  Netherlands  49.6  NR  42.53  28.5  48.7 

Wickramasinghe 
& Nisaf (2013) 

 215  Job performance  NR   Personal/non-
task specific 

 NR  Sri Lanka  24  25-33  28.93  NR  97 

Wong et al. (2016)  179  Job performance  NR  Task-specific  Work-hours  China  53  ⩽25 - 
⩾46 

 26 a  22  71 

Zhang et al. 
(2018) 

 298  Job satisfaction & 
work engagement 

 PSM  Mixed  NR  China  48.99  21 - 
50 

 28.55a  25.17  86.25 

Note. ESM = Enterprise social media; PSM = Publicly available social media; NR= not reported; aEstimated mean 
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Most of the included studies examined the association between employee 

social media use and job performance (n = 11). Although ESM is specifically 

designed for work-related use in organizations, its use among employees and its 

potential links with work-related outcomes was not as frequently examined as PSM. 

While only three articles explicitly studied the use of ESM among employees and 

its potential effect on work-related outcomes, 16 articles explicitly examined the 

use of PSM among employees. Additionally, many of the included articles did not 

reference the particular social networking site or mobile instant messaging 

application in the instruments nor specifying whether ESM or PSM use was being 

assessed. Instead, the terms “social media” (e.g., Chung & Kim, 2017), “Web 2.0” 

(e.g., Wong et al., 2016), “social networking services” (e.g., H. Kim & Chung, 

2014), or “online social networking (OSN)” (Wickramasinghe & Nisaf, 2013) were 

used in these studies.  

 

The measures employed in most of the studies quantified the purpose of social 

media use (e.g., task-specific use or personal use of social media). Four studies 

measured the generic (non-task specific) social media use by adopting the social 

networking site use intensity scale (SNSUI; e.g., Moqbel et al., 2013), and only 

two studies measured the social media use with single-item dummy coded variable 

(i.e., Demircioglu, 2018; H. Kim & Chung, 2014). It was also revealed that the 

measures employed in most of the studies (n = 17, 58.62 %) did not specify the 

period of social media use. Among the remaining studies, seven examined the 

employee’s social media use during working hours. Whereas only two studies, 

which treated work-life conflict as an outcome variable, specifically examined the 

social media use after regular working hours.  
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4.1.1.2 Sample details  

The articles included in this thesis reported data from a total of 91,690 participants. 

Sample sizes ranged from 139 to 74,025 (M = 3,184.03). A majority of the articles 

(n = 14) described samples with a higher percentage of male than female 

participants, and 10 articles reported more female participants. Three articles 

reported an equal number of male and female participants, and the remaining two 

articles did not report the gender distribution of the sample. The participants in the 

included articles had ages ranging from 18 to 82, with a mean age of 34.29 years. 

Four articles, however, reported neither the age range or mean age of the 

participants.  

 

The included articles sampled from diverse countries, including China, 

Thailand, United States, and so forth. The majority of the samples were collected 

from the East (n = 16), and mostly from China (n = 6). A total of 13 articles reported 

the job positions of the participants. Most of these articles (n = 11) comprised of a 

sample with fewer percentage of managerial level participants while only two 

articles reported more managerial level participants than general employees. In 

addition, a total of 19 articles reported the education level of the participants, and 

16 of these articles comprised of sample with higher percentage of participants with 

bachelor’s, master’s or doctorate degree.  
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4.1.2 Meta-Analytic Review  

Table 2 presents the effect sizes — correlation coefficients — of social media use 

and the employee outcomes collected from the 29 included studies.    

 

4.1.2.1 Social media use and employee outcomes (RQ1- RQ5) 

To answer research questions 1 to 5, which concerned the effect of the social media 

use on the employee outcomes, meta-analyses using the random-effects model 

were carried out separately for each outcome variable to calculate the weighted 

average correlations. As mention in the earlier section, researchers need to decide 

whether the fixed-effect model or the random-effects model should be used when 

performing meta-analyses. In this study, the random-effects model was employed 

due to two major reasons. First, most of the studies included were carried out in 

different samples and were performed by researchers operating independently, it 

should not be assumed a comment effect size (Borenstein et al., 2011). The random-

effects model does not assume a single effect exists between variables and hence 

should be employed in this thesis. Secondly, scholars have been suggesting that 

random-effects mode should be employed if the Q statistic is significant (Hedges 

& Olkin, 2014). As most of the Q statistics of this study were significant, the 

random-effects model should be employed.  

 

Table 3 summarized the results of the meta-analyses and presented the 

weighted average effect sizes of employee social media use and job performance, 

innovative performance, job satisfaction, work engagement, emotional exhaustion, 

and work-to-life conflict respectively.  
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Table 2 Effect Sizes for Social Media Use on Employee Outcomes  
  Job 

Performance 
 Innovative 

Performance 
 Job 

Satisfaction 
 Work 

engagement 
 Emotional 

Exhaustion 
 Work-Life 

Conflict 
Author (Year)  r  r  r  r  r  r 
Ali-Hassan et al. (2015)  .02a  .21a  -  -  -  - 
Cao et al. (2016)  .28  -  -  -  -  - 
Charoensukmongkol (2014)  .20  -  .13  .14  -  - 
Charoensukmongkol (2016)  -  -  -  -  .17  - 
Charoensukmongkol et al. 

(2017) – U.S.  
 -  -  -  -  .13  - 

Charoensukmongkol et al. 
(2017) – Thai  

 -  -  -  -  .04  - 

Chung & Kim (2017)  -  -.10  .07  -  -  - 
Demircioglu & Chen (2018)  -  -  .06   -  -  - 
Demircioglu (2018)  -  -  .03  -  -  - 
Jiang et al. (2017)  -  -  -  -  -  -.01a 
Kim & Chung (2014)  -  -  .12  -  -  - 
Kim & Gatling (2018)  -  -  -  .14  -  - 
Lee & Lee (2018)  .20 a  -  -  -  -  - 
Li & Yuan (2018)  -  -  -  -  -  .14 
Liu et al. (2015)  -  -  -  -  -  .17 a 
Moqbel & Aftab (2015)  .03  -  .28  -  -  - 
Moqbel & Nah (2017)  .04  .29  -  -  -  - 
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Table 2 continued  
  Job 

Performance 
 Innovative 

Performance 
 Job 

Satisfaction 
 Work 

engagement 
 Emotional 

Exhaustion 
 Work-Life 

Conflict 
Author (Year)  r  r  r  r  r  r 
Moqbel et al. (2013)  -.01  -  .07  -  -  - 
Naim & Lenka (2017)  -  -  -  .58  -  - 
Pitafi et al. (2018)  .14  -    -  -  - 
Robertson & Kee (2017)  -  -  .13  -  -  - 
Sheer & Rice (2017)  .27a  -  .29a  -  -  - 
Syrek et al. (2018)  -  -  -  -.06  -  - 
van Zoonen & Banghart 

(2018) 
 -  -  - .15  -  - 

van Zoonen & Rice (2017)  -  -  - .10  .03  - 
van Zoonen et al. (2016)  -  -  - -  .09  .17 
van Zoonen et al. (2017)  -  -  -  .10  .02  .12 
Wickramasinghe & Nisaf 

(2013) 
 .06  -  -  -  -  - 

Wong et al. (2016)  .36  -  -  -  -  - 
Zhang et al. (2018)  -  -  .20 a  .22 a  -  - 
Note. r = correlation coefficient 
aThe effect size is the average of all effects reported in the article for a given association. 
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Table 3 Meta-Analytic Results Regarding the Association between Employee Social Media Use and the Outcome Variables  
 
Outcome Variables  

  
k 

   
N 

  
r  

 95 % CI    
τ2 

  
Q 

  
I2 

 
     LL  UL   

Job Performance  11   2,493  .15***  .07  .22  .012  37.46***  73.30%  
Innovative Performance  3   753  .14  -.10  .36  .044  21.62***  90.75%  
Job Satisfaction   10   85,770  .11***  .07  .14  .002  42.48***  78.82%  
Work Engagement   8   2,530  .18*  .05  .30  .030  71.97***  90.27%  
Emotional Exhaustion   6   1,927  .07**  .03  .12  .000  4.80  0.00%  
Work-Life Conflict   5   1,966  .11**  .04  .18  .004  9.70*  58.75%  

Note. Effect size calculations were based on the random effects model ; k = number of effect sizes included in the analysis; N = total number of 
participants for all studies combined; r = estimated correlation; CI = confidence interval; LL = lower limit; UL = upper limit; τ2 = estimated 
variance of the population effect sizes; Q = Cochran’s measure of homogeneity; I2 = proportion of total variance due to variance in population 
effect sizes 
* p < .05 ** p < .01 *** p < .001 
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4.1.2.1.1 Social media use and job performance (RQ1). Research question 1a 

was concerned with the relationship between social media use and job performance 

among employees. According to Cohen’s (2013) guidelines regarding the effect 

size for social sciences, a Pearson’s r of .10 to .30 indicates a small effect size, a 

Pearson’s r of .30 to .50 indicates a moderate effect size, and a Pearson’s r of .50 

or greater indicates a large effect size. The effects of this association as reported in 

the 11 studies ranged from no effect (r = -.01) to moderate (r = .36). The result of 

the random-effects model produced a small effect size, as the weighted average 

correlation was .15 (N= 2,493). It suggests that the use of social media is positively 

associated with job performance. The effect size was significantly different from 

zero, as its 95% confidence intervals (CIs) did not include zero (95% CI [.07, .22]) 

(Figure 2). Therefore, employees with a higher frequency of social media use 

demonstrated a higher level of job performance across studies. The Q statistic was 

significant, and it indicated that the effect of social media use on job performance 

among the studies examined varied more that would be expected by chance. In 

addition, the I2 value was large (73.30%) and suggested that nearly 27% of the 

variance was accounted for by sampling error. Therefore, moderators might exist 

in this association. 

Study name    Statistics for each study        Correlation and 95% CI 

 

Figure 2. Random-effects model of social media use on job performance   

Study name Statistics for each study
Lower Upper 

Correlation limit limit p-Value
Ali-Hassan et al.  2015 0.02 -0.110 0.143 0.801 Combined

Cao et al. 2016 0.28 0.186 0.371 0.000 Work use

Charoensukmongkol 2014 0.20 0.046 0.336 0.011 SNSUI

Lee & Lee 2018 0.20 0.083 0.308 0.001 Combined

Moqbel & Aftab 2015 0.03 -0.141 0.192 0.762 SNSUI

Moqbel & Nah 2017 0.04 -0.075 0.160 0.477 Not specified 

Moqbel et al. 2013 -0.01 -0.152 0.130 0.879 SNSUI

Pitafi et al. 2018 0.14 -0.009 0.282 0.065 Work use

Sheer & Rice 2017 0.27 0.150 0.382 0.000 Not specified

Wickramasinghe & Nisaf 2013 0.06 -0.078 0.188 0.414 non-work

Wong et al. 2016 0.36 0.225 0.481 0.000 Work use

0.15 0.071 0.222 0.000

-1.00 -0.50 0.00 0.50 1.00

Favours A Favours B

Meta Analysis
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 In addition, research question 1b was concerned with the relationship between 

social media use and innovative performance among employees. The effects of this 

association as reported in the three studies ranged from negatively small (r = -.10) 

to positively small (r = .29). The result of the random-effects model produced a 

small effect size, as the weighted average correlation was .14 (N = 753). However, 

the effect size was not significantly different from zero, and its 95% CIs include 

zero (95% CI [-.10, .36]) (Figure 3). The Q statistic was significant, and it indicated 

that the effect of social media use on innovative performance among the studies 

examined varied more that would be expected by chance. In addition, the I2 value 

was large (90.75%) and suggested that only 9.25% of the variance was accounted 

for by sampling error. But owing to the small number of studies included in this 

association and the moderator did not variate across studies, the moderation 

analyses could not be performed on this particular association.  

 

Study name    Statistics for each study        Correlation and 95% CI 

 

Figure 3. Random-effects model of social media use on innovative performance 

 

4.1.2.1.2 Social media use and job satisfaction (RQ2).  Research question 2 was 

concerned with the relationship between social media use and job satisfaction 

among employees. The effects of this association as reported in the 11 studies 

ranged from no effect (r = .03) to small (r = .29). The result of the random-effects 

model produced a small effect size, as the weighted average correlation was .11 (N 

Study name Statistics for each study

Lower Upper 
Correlation limit limit p-Value

Ali-Hassan et al.  2015 0.21 0.086 0.328 0.001 Combined
Chung & Kim 2017 -0.10 -0.225 0.028 0.125 Work use
Moqbel & Nah 2017 0.29 0.178 0.395 0.000 Not specified 

0.14 -0.098 0.358 0.253

-1.00 -0.50 0.00 0.50 1.00

Favours A Favours B

Meta Analysis
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= 85,770), and suggested that employee’s social media use is positively associated 

with job satisfaction. The effect size was significantly different from zero, as its 

95% CIs did not include zero (95% CI [.07, .14]) (Figure 4). Employees with a 

higher frequency of social media use reported a higher level of job satisfaction. The 

Q statistic was significant, and it indicated that the effect of social media use on 

job satisfaction among the studies examined varied more that would be expected 

by chance. In addition, the I2 value was 78.82% and suggested that 21.18% of the 

variance was accounted for by sampling error. Hence, moderators might exist in 

this association. 

 

Study name    Statistics for each study        Correlation and 95% CI 

 

Figure 4. Random-effects model of social media use on job satisfaction 

 

4.1.2.1.3 Social media use and work engagement (RQ3). Research question 3 

was concerned with the relationship between social media use and work 

engagement of employees. The effects of this association as reported in the six 

studies ranged from no effect (r = -.06) to large (r = .58). The result of the random-

effects model produced a small effect size, as the weighted average correlation 

was .18 (N = 2,530), and suggested that employee’s social media use is positively 

associated with work engagement. The effect size was significantly different from 

Study name Statistics for each study

Lower Upper 
Correlation limit limit p-Value

Charoensukmongkol 2014 0.13 -0.018 0.278 0.084 SNSUI
Chung & Kim 2017 0.07 -0.058 0.196 0.283 Work use
Demircioglu & Chen 2018 0.06 0.053 0.067 0.000 Work use
Demircioglu 2018 0.03 0.009 0.051 0.005 Work use
Kim & Chung 2014 0.12 0.069 0.170 0.000 SNSU (dummy)
Moqbel & Aftab 2015 0.28 0.115 0.423 0.001 SNSUI
Moqbel et al. 2013 0.07 -0.077 0.204 0.370 SNSUI
Robertson & Kee 2017 0.13 0.022 0.242 0.019 non-work
Sheer & Rice 2017 0.29 0.172 0.402 0.000 Not specified
Zhang et al. 2018 0.20 0.089 0.307 0.000 Combined

0.11 0.070 0.144 0.000

-1.00 -0.50 0.00 0.50 1.00

Favours A Favours B

Meta Analysis
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zero, as its 95% CIs did not include zero (95% CI [.05, .30]) (Figure 5). Employees 

with a higher frequency of social media use reported a higher level of work 

engagement. The Q statistic was significant, which indicated that the effect of 

social media use on work engagement among the studies examined varied more 

that would be expected by chance. In addition, the I2 value was large (90.27%) and 

suggested that only 9.73% of the variance was accounted for by sampling error. 

Hence, moderators might exist in this association. 

 

 It should be noted that while most of the studies included in this association 

reported a weak effect, there was one study which reported a large effect of social 

media use on work engagement, and it could be an outlier study (see Figure 5). To 

ensure the significant and weak effect found between social media use and work 

engagement, the “one study removed” function of CMA was used to examine the 

change of weighted average effect after removing the potential outlier study. The 

result suggests that removing the study, the weighted average effect remains small 

and significant (r = .11, 95% CI [.07, .17]).  

 

Study name    Statistics for each study        Correlation and 95% CI 

 

Figure 5. Random-effects model of social media use on work engagement 

 

 

Study name Statistics for each study

Lower Upper 
Correlation limit limit p-Value

Charoensukmongkol 2014 0.14 -0.007 0.288 0.061 SNSUI
Kim & Gatling 2018 0.14 0.039 0.238 0.007 non-work
Naim & Lenka 2017 0.58 0.482 0.663 0.000 Work use
Syrek et al. 2018 -0.06 -0.166 0.048 0.274 non-work
van Zoonen & Banghart 2018 0.15 0.048 0.249 0.004 Work use
van Zoonen & Rice 2017 0.10 -0.003 0.201 0.057 Work use
van Zoonen et al. 2017 0.10 0.004 0.194 0.040 Work use
Zhang et al. 2018 0.22 0.104 0.321 0.000 Combined

0.15 0.116 0.192 0.000

-1.00 -0.50 0.00 0.50 1.00

Favours A Favours B

Meta Analysis
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4.1.2.1.4 Social media use and emotional exhaustion (RQ4).  Research question 

4 was concerned with the relationship between social media use and emotional 

exhaustion among employees. The effects of this association as reported in the five 

studies (with a total of six independent effect sizes) ranged from no effect (r = .02) 

to small (r = .17). The result of the random-effects model indicated a negligible 

effect of social media use on emotional exhaustion, as the weighted average 

correlation was .07 (N = 1,927) and the 95% CIs did not include zero (95% CI 

[.03, .12]) (Figure 6). The Q statistic was non-significant which suggests that the 

effect sizes across the studies examined were homogeneous. In addition, the I2 

value was equal to zero. Hence, there is no heterogeneity across the effects included 

in the analysis and moderation analyses would not generate meaningful results.  

 

Study name    Statistics for each study        Correlation and 95% CI 

 

Figure 6. Random-effects model of social media use on emotional exhaustion  

 

4.1.2.1.5 Social media use and work-to-life conflict (RQ5).  Research question 5 

was concerned with the relationship between social media use and work-to-life 

conflict among employees. The effects of this association as reported in the five 

studies ranged from no effect (r = -.01) to small (r = .17). The result of the random-

effects model produced a small effect size, as the weighted average correlation 

was .11 (N = 1,966), and suggested that employee’s social media use is positively 

associated with work-to-life conflict. The effect size was significantly different 

Study name Statistics for each study Correlation and 95% CI

Lower Upper 
Correlation limit limit p-Value

Charoensukmongkol 2016 0.17 0.036 0.298 0.013
Charoensukmongkol 2016 U.S. 0.13 -0.019 0.273 0.087
Charoensukmongkol 2016 Thai 0.04 -0.106 0.184 0.592
van Zoonen & Rice 2017 0.03 -0.073 0.132 0.569
van Zoonen et al. 2016 0.09 0.008 0.171 0.031
van Zoonen et al. 2017 0.02 -0.076 0.115 0.683

0.07 0.026 0.116 0.002

-1.00 -0.50 0.00 0.50 1.00

Favours A Favours B

Meta Analysis
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from zero, as its 95% CIs did not include zero (95% CI [.04, .18]) (Figure 7). 

Employees with a higher frequency of social media use reported a higher level of 

work-to-life conflict. The Q statistic was significant, which indicated that the effect 

of social media use on work-life conflict among the studies examined varied more 

that would be expected by chance, Furthermore, the I2 value was 58.75% and 

suggested that nearly 41.25 % of the variance was due to sampling error. 

Moderators might be existed in this association. 

 

Study name    Statistics for each study        Correlation and 95% CI 

 

Figure 7. Random-effects model of social media use on work-to-life conflict 

 

4.1.2.2 Subgroup and meta-regression analyses (RQ6) 

To examine the potential moderators identified, subgroup analyses and meta-

regression analyses were carried out respectively. For the categorical moderators 

— type of social media (PSM vs. ESM), the purpose of social media use (task-

specific use vs. non-task specific/personal use), and culture (based on the country 

where the data was collecting from; East vs. West) — subgroup analyses were 

performed (RQ 6 a-c). For the continuous moderators — age of the participants 

(mean age), the gender of the participants (percentage of female) and job position 

of the participants (percentage of manager) — random effects meta-regression 

analyses (method of moments approach) were employed (RQ6 d-f). The above 

moderator analyses were only conducted on the effects of social media use and job 

Study name Statistics for each study

Lower Upper 
Correlation limit limit p-Value

Jiang et al. 2017 -0.01 -0.102 0.082 0.831 work use
Li & Yuan 2018 0.14 0.029 0.248 0.014 work use
Liu et al. 2015 0.17 0.028 0.297 0.018 Combined
van Zoonen et al. 2016 0.17 0.089 0.248 0.000 work use
van Zoonen et al. 2017 0.12 0.025 0.213 0.014 work use

0.11 0.044 0.183 0.001

-1.00 -0.50 0.00 0.50 1.00

Favours A Favours B

Meta Analysis
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performance, job satisfaction, work engagement, and work-life conflict, but not 

innovative performance and emotional exhaustion.  

 

According to the current analysis, the Q statistic for the association between 

employee’s social media use and emotional exhaustion was non-significant and the 

I2 value was equal to zero, which indicated homogeneity among the effect sizes 

across the studies examined. Therefore, the subgroup analyses and meta-regression 

analyses were not conducted on the effect sizes of social media use and emotional 

exhaustion. As for the association between social media use and innovative 

performance, owing to the insufficient number of cases, moderator analysis was 

not performed.  

   

4.1.2.2.1 Type of social media (RQ6a). Research question 6a asked if the type of 

social media a moderator of any associations examined. Owing to a limited number 

of studies that examined the effects of social media use on job satisfaction and 

work-life conflict had explicated measured the use of ESM, the moderator effect 

of social media type could not be investigated in these associations. According to 

the subgroup analyses, type of social media was not a significant moderator for the 

effect sizes of social media use and job performance (Qbet = 0.37, n.s.) as well as 

work engagement (Qbet = 0.12, n.s.; Table 4).  
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Table 4 Moderation Analysis: Type of Social Media  

        95% CI   

Outcomes  Type of SM  k  ES  LL  UL  Q 
Job performance  PSM  5  0.14  .05  .24  0.37 

  ESM  2  0.09  -.07  .24   

Work engagement  PSM  6  0.11  .03  .18  0.12 

 ESM  1  0.14  -.04  .31   

Note. For some analyses, studies did not vary for the moderator, moderation 

analyses could not be conducted for those associations. Effect size calculations 

were based on the random-effects model. k = number of studies; ES = Effect size; 

CI = confidence interval 

 

4.1.2.2.2 Purpose of social media use (RQ6b). Research question 6b asked if 

the purpose of social media use was a moderator of any associations examined in 

the meta-analysis. As a limited number of studies that examined the effects of social 

media use on work engagement and work-life conflict had explicitly measured 

task-specific use of social media, the moderator effect of the purpose of use could 

not be tested.  

 

Table 5 provides a summary of the subgroup analyses conducted using the 

purpose of social media use as a moderator. The results of the subgroup analyses 

indicated that purpose of use was a significant moderator of the effects of social 

media use on job performance (Qbet = 7.70, p <.01), and job satisfaction (Qbet = 

9.16, p <.01). The effect of social media use on job performance was stronger for 

employees who use social media for task-specific purposes than those who use 

social media for personal/non-task specific purposes. Meanwhile, the effect of 

social media use on job satisfaction was weaker for employees who use social 

media for task-specific purposes than those who use social media for personal/non-

task specific purposes.  
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It should be noted that the moderator analyses on purpose of social media use 

did not include study-averaged effect sizes from studies that separately measured 

and reported both task-specific social media use and personal/non-task specific 

social media use. It could be argued that the results of the present moderator 

analyses on the purpose of social media use were biased as the studies mentioned 

above were not included. Another option which allows us to include these studies 

and to test the differences between task-specific social media use and personal/non-

task specific social media use on job performance and job satisfaction is to 

separately examine the effect sizes within these studies so that there is only a single 

effect size per study and calculate a total of four independent average effects (i.e. 

task-specific social media use and job performance, personal/non-task specific 

social media use and job performance, task-specific social media use and job 

satisfaction, and personal/non-task specific social media use and job satisfaction) 

with the random-effects model (Hedges et al., 2010).  

 

The results suggested that task-specific social media use, overall, has a small 

effect on job performance (k = 5, r = .25, 95% CI [.16, .34]) but a negligible effect 

on job satisfaction (k = 4, r = .06, 95% CI [.03, .09]); whereas, personal/non-task 

specific social media use has negligible and non-significant effect on job 

performance (k = 6, r = .04, 95% CI [-.02, .10]) but a small effect on job satisfaction 

(k = 6, r = .15, 95% CI [.10, .20]). Task-specific social media use presented a 

stronger average correlation with job performance than personal/non-task-specific 

social media use; the effect on job satisfaction, however, was the opposite as 

personal/non-task specific social media use presented a stronger average 

correlation than task-specific use. These findings are consistent with the results of 

the moderator analyses performed with purpose of social media use as a moderator.  
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Table 5 Moderation Analysis: Purpose of Social Media Use 

        95% CI   

Outcome  Purpose   k  ES  LL  UL  Q 
Job performance  Personal/non-

task specific 

 4  0.07  -.03  .16  7.70** 

Task-specific  3  0.27  .16  .36   

Job satisfaction  Personal/non-

task specific 

 5  0.13  .08  .18  9.16** 

 Task-specific  3  0.05  .02  .07   

Note. For some analyses, studies did not vary for the moderator, moderation 

analyses could not be conducted for those associations. Effect size calculations 

were based on the random-effects model. k = number of studies; ES = Effect size; 

CI = confidence interval 
**p < .01 

 

4.1.2.2.3 Culture (RQ6c). Research question 6c asked if culture was a 

moderator of any associations examined in this meta-analysis. Table 6 provides a 

summary of the subgroup analyses conducted with culture as a moderator. The 

results of the subgroup analyses indicated that culture significantly moderated the 

effect of social media use on job performance (Qbet = 7.77, p <.01), job satisfaction 

(Qbet = 12.67, p <.001), and work engagement (Qbet = 5.34, p <.05). More 

specifically, the effects of social media use on job performance, job satisfaction 

and work engagement were stronger for the samples collected from the East, than 

the samples from the West. Culture was not a significant moderator for the effect 

of social media use on work-life conflict (Qbet = 0.49, n.s.). 
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Table 6 Moderation Analysis: Culture 

        95% CI   

Outcome  Culture  k  ES  LL  UL  Q 
Job performance  East  8  0.20  .13  .27  7.77** 

 West  3  0.02  -.09  .13   

Job satisfaction  East  6  0.16  .11  .21  12.67*** 

 West  4  0.05  .02  .09   

Work engagement  East  3  0.33  .17  .48  5.34* 

  West  5  0.09  -.04  .21   

Work-life conflict  East  2  0.15  .02  .28  0.49 

 West  3  0.10  .00  .19   

Note. For work engagement, studies did not vary for the moderator, moderation 

analysis could not be conducted for this association. Effect size calculations 

were based on the random-effects model. k = number of studies; ES = Effect 

size; CI = confidence interval 
*p < .05**p < .01 ***p < .001 

 

4.1.2.2.4 Age (RQ6d). Research question 6d asked if age was a moderator of any 

associations examined in the meta-analysis. Table 7 provides a summary of the 

meta-regression analyses with age as a moderator. According to the results of the 

random effects meta-regression analysis, no moderator effect of age was found in 

social media use’s relationships with job performance (b = -.007, n.s.), job 

satisfaction (b = .001, n.s.), work engagement (b = -.000, n.s.), as well as work-life 

conflict (b = -.008, n.s.) among employees.  

 

4.1.2.2.5 Gender (RQ6e). Research question 6e asked if gender was a 

moderator of any associations examined in the meta-analysis. Table 7 provides a 

summary of the meta-regression analyses with gender as a moderator. According 

to the results of the random effects meta-regression analyses, no moderator effect 

of gender in social media use’s relationships with job performance (b = .002, n.s.), 

job satisfaction (b = -.004, n.s.), work engagement (b = .001, n.s.), and work-life 
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conflict (b = -.007, n.s). 

 

4.1.2.2.6 Job position (RQ6f).  Research question 6f asked if job position was a 

moderator of any associations examined in the meta-analysis. Table 7 provides a 

summary of the random effects meta-regression analyses with job position as a 

moderator. The results indicated that job position moderated the association 

between social media use and job satisfaction (b = -.014, p <.001), the samples with 

a higher percentage of managers presented a weaker association between social 

media use and job satisfaction. Job position did not moderate the effect of social 

media use on job performance (b = -.002, n.s.), work engagement (b = -.013, n.s.), 

nor work-life conflict (b = .001, n.s.) 

 

4.1.2.2.6 Education level (RQ6g).  Research question 6g asked if education level 

was a moderator of any associations examined in the meta-analysis. Owing to a 

limited number of studies that examined the effect of social media use on work-life 

conflict had reported the education level of the respondents, the moderator effect 

of education level could not be tested in this association.  

 

Table 7 provides a summary of the random effects meta-regression analyses 

with education level as a moderator. The results indicated that education level did 

not moderate the effect of social media use on job performance (b = -.002, n.s.), 

job satisfaction (b = -.003, n.s.), nor work engagement (b = -.000, n.s.) 
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Table 7 Moderator Analysis: Age, Gender, Job Position, and Education Level  

 
Moderator 

  
Outcomes 

  
k 

  
Estimate 

 
SE 

  
z 

 95% CI   
Qresid      LL  UL  

Age: mean  Job Performance  11  -0.007 0.009  -0.85  -.02  .01  9.04 (df = 9) 

 Job Satisfaction  7  0.001 0.009  0.16  -.02  .02  3.20 (df = 5) 

 Work Engagement  6  -0.001 0.006  -0.16  -.01  .01  4.02 (df = 4) 

 Work-Life Conflict  4  -0.008 0.010  -0.85  -.03  .01  1.96 (df = 2) 

Gender: percentage female  Job Performance  11  0.002 0.003  0.57  -.00  .01  8.81 (df = 9) 

 Job Satisfaction  9  -0.004 0.002  -1.72  -.01  .00  8.33 (df = 7) 

 Work Engagement  7  0.001 0.004  0.18  -.01  .01  5.04 (df = 5) 

 Work-Life Conflict  5  -0.007 0.004  -1.60  -.02  .00  2.85 (df = 3) 

Job position: percentage manager   Job Performance  5  -0.002 0.002  -1.15  -.01  .00  3.14 (df = 3) 

 Job Satisfaction  4  -0.014 0.003  -5.05***  -.02  -.01  0.80 (df = 2) 

  Work engagement  4  -0.013 0.018  -0.748  -.05  .02  1.96 (df = 2) 

  Work-Life Conflict  4  0.001 0.002  0.479  -.00  .01  0.48 (df = 2) 
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Table 7 continued 

 
Moderator 

  
Outcomes 

  
k 

  
Estimate 

 
SE 

  
z 

 95% CI   
Qresid      LL  UL  

Education Level: percentage 

bachelor’s degree or above 

 Job Performance  9  -0.002 0.002  -1.16  -.01  .01  6.57 (df = 7) 

 Job Satisfaction  5  -0.003 0.002  -0.67  -.01  .03  1.96 (df = 3) 

 Work Engagement  5  -0.000 0.003  -0.11  -.01  .01  2.90 (df = 3) 

Note. k = number of studies included; Estimate = estimate for r when transformed to Fisher’s z is used as the dependent variable; SE = standard 
error; z = z-value; CI = confidence interval; LL = lower limit; UL = upper limit; Qresid = test for heterogeneity  
***p<.001
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4.1.2.3 Publication bias 

To test if the present meta-analysis overestimated the effects owing to the potential 

influence of publication bias (small sample bias), the Begg’s funnel plot and 

Egger’s regression test of asymmetry were performed on all the associations 

examined in the main analyses separately. As the funnel plots demonstrated 

symmetrical distributions and the results of the Egger’s regression test were non-

significant for all the associations, there was no evidence to indicate that the result 

of the present meta-analysis was influenced by publication bias.  
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Chapter 5 DISCUSSION 

 

5.1 Discussion 

The use of social media among employees and its potential links to work-related 

outcomes have received significant scholarly attention in recent years. A recent 

systematic narrative review had attempted to organize and synthesize the findings 

of the existing studies on the impact of social media on psychological and 

behavioral outcomes in the workplace (Nkwe & Cohen, 2017). This review study 

demonstrated the mixed findings concerning the effects of employees’ social media 

use on work-related outcomes in the current literature. However, the impact of 

employees’ social media use remains inconclusive as meta-analysis was not 

conducted in Nkwe and Cohen’s (2017) review study. To combine the results of the 

prior studies using a statistical approach and provide a more conclusive summary, 

this thesis conducted a meta-analysis to synthesize prior studies that examined the 

association between social media use and employee outcomes. Overall, the 

findings of this thesis demonstrated that employees’ social media use had positive 

and small effects on job performance, job satisfaction, as well as work engagement, 

which suggests that social networking sites and mobile instant messengers could 

be efficient tools at the workplace considering its potential benefits to employees. 

Nevertheless, although a tiny effect was found between social media use and 

emotional exhaustion, suggesting that social media had only a limited effect on 

emotional exhaustion; work-life conflict was positively correlated with employees’ 

social media use, and the association was small and significant. The use of social 

media, unfortunately, could bring about a negative impact on employees while 

facilitating their work and performance. 
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Among the existing studies which investigated the effect of social media use 

on employee outcomes, job performance and job satisfaction received much 

scholarly attention and were two of the majorly examined outcome variables in the 

empirical studies reviewed in this thesis. The meta-analysis in this thesis suggested 

that employees’ use of social media had an overall small and significant effect on 

both job performance and job satisfaction. The positive associations of social media 

use with job performance and job satisfaction might be reflecting the benefits 

employees gained from using social networking sites and mobile instant messaging 

applications, such as accelerating information exchange, knowledge transfer and 

communication (Kuegler et al., 2015; Xin Zhang et al., 2018). Meanwhile, social 

media simplified the processes for individuals to maintain an existing social 

relationship together with building new ones within and outside the workplace, and 

thus enhanced the bridging and bonding social capital (L. V. Huang & Liu, 2017; 

Sheer & Rice, 2017). These cumulative benefits would eventually boost both job 

resources (the physical and social resources available in workplace settings) and 

personal resources (the social support employees gained from outside workplace 

settings) of the employees (Mayerl et al., 2016) while buffering the negative impact 

of high job demand and increase job performance and satisfaction. Additionally, 

the overall significant associations between the use of social media and work 

performance were not influenced by the type of social media (PSM or ESM) the 

employees used, nor the gender, age or job position of the employees, which 

implied that adopting social media at workplace could generally heighten workers’ 

routine performance.   

 

In relation to employee well-being, an overall significant and heterogeneous 

effect of social media use on work engagement was found. It suggests that 
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employees who frequently use social media present a higher level of self-reported 

work engagement, and vice versa. In contrast, the weighted average effect of social 

media use on emotional exhaustion was significant but negligible and the effect 

was homogenous as suggested by the Q statistic. This result suggests that social 

media use might only have a negligible effect on emotional exhaustion based on 

the findings of the existing empirical studies. This result might not be as convincing 

given that a small sample might lead to substantial bias and unreliable meta-

analysis results (Guolo & Varin, 2017). Yet, at this point, we could not rule out the 

possibility that employees’ social media use, in general, have only a limited impact 

on emotional exhaustion. Scholars have suggested that instead of a direct effect, 

the impact of social media use on emotional exhaustion was indirect and mediated 

by factors including autonomy, work pressure, and interruption (van Zoonen & 

Rice, 2017; van Zoonen et al., 2017). Another plausible explanation of the current 

result could be that the positive effect of social media use on emotional exhaustion 

would only be presented in a specific context and situation. While scholars argued 

that information and communication technology (ICT) and mobile technology 

could produce both positive and negative on employees’ psychological well-being 

(Fujimoto et al., 2016), a recent study provided empirical evidence and pinpointed 

specifically that work-related use of ICT after hours has a positive effect on 

employee’s emotional exhaustion (Xie, Ma, Zhou, & Tang, 2018). Likewise, it is 

imaginable that only work-related, after hours social media use would have a 

positive impact on emotional exhaustion as it heightens job demands and causes 

health impairment among employees. Although most of the studies examining the 

relationship between social media use and emotional exhaustion included in this 

meta-analysis measured the work-related use of social media, none of the above 

studies were interested in after-hours use. And hence, the results and the 
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explanatory power this meta-analysis study concerning this specific association 

was limited.  

 

This study further highlighted the inherent drawbacks of social media use 

among employees. Consistent with the previous studies on ICT and social media 

use (e.g., Boswell & Olson-Buchanan, 2007; Van Zoonen et al., 2016b), the result 

of this meta-analysis revealed a small positive association between social media 

use and work-to-life conflict. As the boundary theory posits, individuals transit 

their roles in different domains including work and home (Ashforth, Kreiner, & 

Fugate, 2000). The boundaries between work and personal life were vital to the 

employees as it demarcates their professional and personal domains and helps to 

prevent the coactivation of distinct and incommensurable aspects among their 

identities (Ollier-Malaterre, Rothbard, & Berg, 2013; Rothbard & Ramarajan, 

2009). The use of social media for work, especially after regular working hours, 

could diminish the availability of time and energy of employees for fulfilling their 

life-role’s demands, and thus eventually generate both time-based and strain-based 

conflicts between their work domain and life domain. Earlier studies had presented 

negative relations between work-life conflict and employees’ intention to stay with 

an organization, as well as psychological well-being (I. H. Chen, Brown, Bowers, 

& Chang, 2015; O’Driscoll, Brough, & Kalliath, 2004), and demonstrated its 

potential mediating role on the association between social media use and emotional 

exhaustion (van Zonnen et al., 2016). Hence, using social media for work might 

have its drawbacks. It is plausible that the misuse or overuse of social media could 

eventually cause undesirable outcomes through increasing work-to-life conflict.  

 

Additionally, it should be noted that while the Q statistic and I2 value point to 
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the heterogeneous association between social media use and work-to-life conflict, 

the moderators currently tested could not explain the heterogeneity found in the 

association. The heterogeneous association, this thesis argues, could be a result of 

the variation of the period of use and the perceived control of the connectivity over 

social media. It is because if employees have little control over when to and when 

not to reply work-related messengers on social media, or if they were being 

compelled to engage in work-related social media activities after working hours, it 

stands to reason that their time and energy reserved for personal life and/or family 

role would be occupied and hence induce the perceived work-to-life conflict. To 

locate the moderators which contribute to this specific heterogenous association, 

future empirical study, as well as meta-analysis, would be needed.   

With regard to moderator analyses, this study explored the moderating effects 

of two factors specifically related to organizational social media use — the type of 

social media employed and the purpose of use. The findings did not provide any 

evidence to support that the impact of social media use on organizational outcomes 

was dependent on whether ESM or PSM was used. Instead, it suggested that the 

purpose of use moderated the effects of social media use on job performance and 

job satisfaction. More specifically, employees who frequently used social media 

for task-specific purposes reported higher level of job performance than those using 

social media for non-work purposes; the situation was reversed when it comes to 

job satisfaction, as the sub-group analysis indicated that employees using social 

media for personal/non-task specific purposes were more satisfied with their job in 

contrast to those using it for task-specific purposes. The personal/non-task specific 

use of social media showed a negligible but non-significant effect on job 

performance, which reinforces extant research suggesting that such form of use at 
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work could be considered as cyber loafing and work interruptions (Andreassen et 

al., 2014a; Lebbon & Sigurjónsson, 2016). Personal use of social media at work 

hence would not be beneficial to employees’ daily work and might attenuate their 

task performance. Conventionally, organizations would attempt to limit employees’ 

personal social media use during regular working hours as it would hinder 

employees from accomplishing their assigned tasks and duties. For employees, 

however, a certain amount of personal or non-task specific social media use during 

regular working hours might be necessary to sustain one’s motivation and positive 

emotional state at work. Such use represents a critical issue for both the 

organizations as well as employees, speaking to the balance between task-specific 

and personal social media use at the workplace, and suggested the need of 

establishing appropriate social media policy to accentuate the potential benefits of 

social media at both organizational and individual levels.  

Furthermore, it is possible that the positive moderator effects on the impact of 

social media use on job performance and job satisfaction indicate that the use of 

social media of the employees was intentional and goal oriented. Prior social media 

research had applied the uses and gratifications approach and suggested that users 

would choose between different social media according to their needs and goals 

(Whiting & Williams, 2013). For example, Quan-Haase & Young (2010) suggested 

that youths tend to employ instant messenger for relationship development and 

maintenance while using social networking sites for social information and leisure. 

Employees who aim to improve the working environment and coworker 

relationships might particularly use social media for networking, organizing events, 

and solicitation of social information about their coworkers. Such personal and 

non-task specific use of social media, therefore, could heighten their job 
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satisfaction but have a negligible or adverse impact on their job performance. By 

contrast, those who aim to perform better at work would purposely adopt social 

media for information or cognitive purposes or employ functions that facilitate 

work efficiency, which could result in enhancement of job performance but not job 

satisfaction. 

 

Apart from those factors specifically related to organizational social media 

use, this study also explored the potential moderation effects of several 

demographic factors which were frequently included in meta-analysis research. 

Culture was found to moderate the effects of social media use on job performance, 

job satisfaction, and work engagement; job position was found to moderate the 

association between social media use and job satisfaction. The moderator effect 

found in culture could stem from several reasons, such as the social media 

penetration rate and differences in the pattern of social media use (Chaffey, 2019; 

Jackson & Wang, 2013). For instance, South Korea, Thailand and China have 

higher social media penetration than many of the Western countries including 

United States, Netherlands, and Germany, where the included studies collected data 

from. These significant moderator effects should be interpreted with caution as 

there were some limitations in the present moderation analyses. For example, the 

number of cases included in the analyses was comparatively small as not all the 

studies reported sufficient details, and the distribution of the sub-groups was 

relatively unequal. Further studies would be needed to confirm the intervening 

effects of cultural differences and job position of employees on the association 

between social media use and workplace outcomes. 
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5.2 Implications 

5.2.1 Theoretical Implications  

The findings of this meta-analysis provided an overall picture of the associations 

between social media use and employee outcomes, which help to address the 

current paradox regarding the advantages and disadvantages of workplace social 

media use. Consisting with previous studies on ICT, the results of this thesis 

suggested that the use of social media, which can be considered as a new form of 

ICT, had small and significant associations with job performance and job 

satisfaction (Limbu, Jayachandran, & Babin, 2014; Xiaojun Zhang & Venkatesh, 

2013). It was also found that employees’ social media use is positively associated 

with work engagement, which demonstrated the potential benefits of social media 

use on organization members’ psychological well-being. Despite the above 

advantages, the use of social media, however, could also have negative effects on 

employees, as a positive correlation was found between work-to-life conflict and 

social media use. When adopting social media for work-related use, employees 

would need to be cautious and balance their use to avoid potential pitfalls. Notably, 

this study went beyond merely presenting the relations between employees’ social 

media use and the individual-level outcomes of interested in organizations, the 

moderation analyses identified the salient factors moderating the above main 

effects. Unfortunately, some of the potential moderators proposed could not be 

tested owing to insufficient data or the fact that the original studies did not report 

and examine these factors. It is possible that there were other unexamined factors 

intervening with the associations studied. Despite these limitations, this study 

makes unique contributions to the literature as it helps to provide a better 

understanding and to resolve the inconsistencies in extant research on the impact 

of employees’ social media use. 
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 Furthermore, the significant average correlations found between social media 

use and employee outcomes, to a certain extent, could be explained by the JD-R 

model. As mentioned in the earlier sections, the JD-R model posited that the 

working conditions found in the organizational settings could be categorized into 

job demands and job resources, and both job demands and job resources would 

influence the organizational outcomes through motivational process and health 

impairment process (Bakker, Demerouti, & Schaufeli, 2003; Bakker, Demerouti, 

de Boer, & Schaufeli, 2003). The use of social media could increase job resources 

as it facilitates effective communication and enhances the accessibility of the 

employees, and also job demands as it enhances interruptions as well as 

unpredictability (van Zoonen et al., 2017; Ter Hoeven et al., 2016), the positive 

associations found with job performance, job satisfaction, work engagement, and 

work-life conflict hence could be explained by the motivational process and health 

impairment process as proposed by the JD-R model. Yet, when applying the JD-R 

model to predict the impact of social media on employee outcomes, researchers 

would need to consider other related factors in addition to the social media use in 

order to make an accurate prediction. As Bakker and Demerouti (2017) stated, 

whether a specific job characteristic represents job resource or job demand could 

be determined by several factors such as job nature. It would be necessary for 

researchers to identify the role or function of the job characteristic being examined 

while applying the JD-R model. Therefore, factors that might influence whether 

social media should be contemplated as job resource or job demand, such as 

perceived controllability of use, perceived usefulness of social media and attitude 

toward social media, etc., should be taken into consideration when examining the 

impact of social media on employee outcomes in the future studies.   
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Additionally, this thesis identified several gaps in the current literature with 

regard to the impact of employees’ social media use. Firstly, despite a large number 

of studies that investigated employee outcomes, the impact of social media use on 

employee well-being, especially emotional exhaustion, was underexamined. 

Among the 29 studies included in this meta-analysis, only a small majority of these 

studies had examined the effects of social media use on job performance and job 

satisfaction and merely a quarter of the studies examined work engagement and/or 

emotional exhaustion. Only five articles specifically investigated the relationship 

between employees’ social media use and emotional exhaustion. Therefore, 

although the current findings suggested a tiny correlation between the two variables, 

the result might not be as convincing due to the small number of effect sizes 

available.  

 

Secondly, a great deal of the excluded studies in fact aimed to explore the 

effect of social media use on other forms of job performance which were not 

included in this thesis, such as team creative performance (e.g., Cao & Ali, 2018) 

or the influence of excessive social media use on employee outcomes (e.g., Cao & 

Yu, 2019). This thesis suggests that extant research on social media use in 

organizational contexts have overemphasized the impact on job performance and 

job satisfaction while neglecting its potential influence on other employee 

outcomes. 

 

Moreover, prior studies have mostly focused on a limited set of job 

performance (i.e., in-role performance) and job burnout (i.e., emotional 

exhaustion). Although the other forms of job performance, such as team 
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performance, as well as other dimensions of job burnout (i.e., reduced personal 

accomplishment and depersonalization) had been examined in individual studies 

(e.g., Charoensukmongkol, 2016; Guo & Ali, 2018), these outcome variables could 

not be included and analyzed separately in this meta-analysis given the limited 

number of studies. More studies are needed to expand the understanding of the 

impact of employees’ social media use on the distinct forms of job performance 

and burnout, as well as the underlying mechanism of the associations. 

 

 Another notable shortcoming of the studies reviewed in this meta-analysis is 

the tendency to rely on self-report measurements. When measuring employees’ 

social media use and employee outcomes, self-report measures with Likert scale 

were often employed in the research included in this study. Although self-report 

measures were frequently used in survey studies by researchers from different 

fields including organizational behavior research and social media research, the 

responses provided by the participants could be biased as they might overestimate 

or underestimate their behaviors and outcomes intended to be measured 

(Donaldson & Grant-Vallone, 2002; Junco, 2013). For example, a study examined 

the actual SNS use and differences between the actual and self-report measures of 

SNS use by comparing the actual time spent on SNS recorded by computer 

monitoring software and the self-reported time spent and number of logins on SNS 

among the same group of participants (Junco, 2013). The author concluded that the 

respondents tend to overrate their social media use and suggested the potential 

external validity issue of purely relying on self-report to measure individuals’ 

social media use. In fact, SNS are highly penetrative, and the SM and MIM tools 

have become indivisible for many people nowadays (Chaffey, 2019). Individuals 

might not be acutely aware of their own use of social media and asking individuals 
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to rate their social media use from “never” to “always” or estimate the average time 

spent might not accurately reflect their actual use. Researchers should consider 

measuring or logging the actual use of social media by the employees instead of 

merely relying on self-report measures. Likewise, alternative measures besides 

self-report measures should be taken into account when accessing and evaluating 

individual outcomes. One example would be employing supervisor- or manager-

rated performance or objective measures such as the actual number of tasks 

completed, when measuring employee’ job performance. 

 

 Moreover, in the course of reviewing prior studies, this thesis observed that 

the items used to measure employees’ social media use were often ambiguous. 

Many of the studies did not clarify whether the use of PSM or ESM should be 

reported or whether work-hours or after-hours use was intended to be measured. 

As mentioned, both PSM and ESM have been widely used by employees for work-

related use in recent years. However, the patterns of use and the proportion of time 

spent on the two types of social media could be different between employees as 

well as across industries. Without specifying which type of social media in the 

questionnaire, respondents might get confused and thus would not be able to report 

their social media use accurately, giving rise to reliability and validity issues. While 

measuring the social media use among employees, many studies included in this 

meta-analysis did not state whether during work-hours use or after work-hours use 

were reported. In most social media research, researchers are mostly interested in 

the frequency of social media use as well as the average time spent social media. 

When do the respondents use social media would not be of particular concern to 

researchers as it probably does not relate to the phenomena examined. However, it 

is important in studying the associations of social media use and employee 
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outcomes as the specific period of using social media could intervene in these 

associations. While using social media at work could facilitate job recourses, 

engaging in work-related social media activities after-hours could be considered as 

an increase of job demand and could result in unfavorable outcomes including 

increasing work-life conflict. Unfortunately, this meta-analysis could not examine 

the moderator effect of the period of social media use owing to the limited number 

of studies examined the after-hours use, and hence, it was unable to conclude if the 

period of social media use intervenes with any of the individual outcomes tested.   

 

5.2.2 Practical Implications  

The issues discussed in the earlier sections have several practical implications 

including the promotion of workplace social media use and social media policy-

making. When organizations consider promoting workplace social media use 

officially, whether it could facilitate the work performance of most of the 

organization members and bring tangible benefits to the organizations itself would 

be one of the major considerations. The current research provided empirical 

evidence of the positive relationship between organization members’ social media 

use and their self-reported in-role performance as well as job satisfaction. It was 

further suggested that the associations were not moderated by the age or gender of 

the respondents in general. And hence, by promoting the use of social media for 

work-related purposes and providing essential technical support, organizations 

could expect an increase of productivity especially from the members who were 

not familiar with social media. Furthermore, organizations might consider 

employing ESM while restricting the use of PSM at the workplace by establishing 

relevant social media policies. Although the type of social media used by 

employees presented no significant difference in the associations between social 
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media use and job performance, using ESM at work could be a better option for 

the organizations as ESM was designed specifically for the internal use among an 

organization and targeted to enhance the communication, social interaction and 

coordination within and between teams among the organization (Ellison et al., 2015; 

Leonardi et al., 2013), which would ideally promote the task-specific and work-

related use and thus benefit employees’ performance at work. It could also help to 

reduce the potential interruptions from the outsiders who were connected with the 

employees through other social media.  

However, banning the use of PSM and personal social media use in the 

workplace completely might not be optimal. One of the reasons is that the non-task 

specific/personal use could be boosting the social relations between employees and 

collages. In fact, the current meta-analysis found that personal and non-task 

specific social media use is positively associated with employees’ job satisfaction, 

and this effect is stronger than the effect on task-specific use and job satisfaction. 

Besides, researchers had been suggesting that banning employees from accessing 

PSM could be counterproductive and creates trust issues (Moqbel et al., 2013). It 

is also possible that employees would attempt to gain access to the PSM through 

inadequate means such as deploying virtual private network (VPN) connections 

clandestinely (Syrek et al., 2018). Employees might waste extra time on bypassing 

the social media restriction daily and become even more distracted from work. 

Therefore, although monitoring and constraining employees’ non-work social 

media use during work-hours might reduce potential distractions and interruptions 

from work, organizations might need to experiment with different social media 

policies and regulations, such as establishing short breaks throughout work-hours 
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and allow employees to engage with social media use for non-work purpose during 

the breaks, to find the best practices which fit both parties’ interests.  

 Furthermore, employees should be cautious with their after-hours social 

media use that involve work-related activities. The findings summarized from 

existing studies indicated a positive association between social media use and 

work-life conflict among employees. Researchers had provided empirical evidence 

and suggested that after-hours social connectivity behavior and work-related use 

of MIM applications contribute to the work-to-life conflict specifically (e.g., Li & 

Yuan, 2018; S. Liu et al., 2015). To avoid the potential interference of work role 

on personal life, employees should pay attention to their time allocation to work-

related use of social media, or even consider setting up boundaries with coworkers 

concerning after-hours social media use and minimize the use of social media for 

work-related purposes (both sending and responding messages involving work-

related content) after work. Likewise, managers and supervisors would need to take 

extra precaution when contacting subordinates through MIM applications after-

hours. Several popular MIM applications such as WhatsApp and Facebook 

messenger provide traces (functions such as last online, notifications of 

received/read the message) which allow message senders to discern if the receiver 

acknowledged the message, and as a result, making response once receiving a 

message might be considered as a standard practice for many organization 

members. On top of that, due to the hierarchical organization structure, employees 

might feel compelled to reply to their manager’s or direct supervisor’s MIM 

message regardless of time and location. If employees had to keep up with work-

related activities on social media after-hours, they would undoubtedly feel stressed 

and have little respite from daily work stress. In the long-run, it might affect their 
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psychological well-being or even result in the increase of turnover intent (I. H. 

Chen et al., 2015; Rode, Rehg, Near, & Underhill, 2007). Hence, managers and 

supervisors should respect the employees’ personal life and reduce the 

nonemergent work-related contact with employees through social media outside 

work-hours.  

5.3 Limitations 

This meta-analytic review is not without limitations. Firstly, although great effort 

had been made to search all the relevant articles related to this topic through the 

databases subscribed by HKBU library, including detailed search on several 

databases and review of the reference list of the articles gathered, it is possible that 

this study might have inadvertently left out some relevant articles. Moreover, as 

mentioned in the methodology chapter, this study did not include any study that 

was not published in a scholarly journal, and thus, it is possible that the findings 

are subject to publication bias. Nevertheless, some of the studies included in the 

analyses presented null findings (e.g., van Zoonen & Rice, 2017) and it is suggested 

that including such studies in a meta-analysis could in a way enhance some 

confidence in the study findings (Y. Huang & Shen, 2016). Additionally, the funnel 

plot asymmetry test and the Egger’s regression test performance in the present 

study did not suggest the existence of publication bias.  

 

Secondly, the number of studies and effect sizes included in the analyses was 

relatively small, as compared to the existing meta-analysis studies. In this study, 

only 29 articles were included in the analyses, and some of the effects analyzed 

comprised limited cases. For example, only six effect sizes regarding the 

association between social media use and emotional exhaustion were examined. 
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Although it is suggested that the minimum number of studies required for a meta-

analysis is two (Valentine, Pigott, & Rothstein, 2010), conducting meta-analyses 

with a small number of studies could result in low statistical power of the overall 

estimation of effect and restrict the examination of potential moderators. Owing to 

the small number of cases, some of the potential moderators identified could not 

be tested in the associations examined in this study. Besides, this thesis originally 

posited that the period of social media use of the employees, that is, during regular 

working hours or after regular working hours, could be moderating the associations 

tested in this study before conducting the analyses. This moderator, however, could 

not be tested due to insufficient studies that reported the period of social media use. 

The moderation analyses in the current research were unable to fully explain the 

heterogeneous associations found. 

 

Thirdly, this study did not examine an exhaustive list of social media use and 

its effects on work-related outcomes. The primary focus of this meta-analysis was 

the effect of employees’ social media use on work-related outcomes as well as how 

the purpose of use moderates these effects. During the search and review of the 

literature, it was discovered that some existing studies examined problematic social 

media use in workplace, such as excessive social media use at work and social 

media addiction of employees, and its effect on work-related outcomes including 

job performance and emotional exhaustion (e.g., Cao & Yu, 2019; Sriwilai & 

Charoensukmongkol, 2016). These associations could not be tested in the current 

study because they were not directly comparable with the associations examined, 

and there were insufficient effect sizes for separate analyses. Further studies would 

be needed to verify the effects of the problematic social media use on work-related 

outcomes and the factors moderating these associations.  
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Fourthly, in order to include more samples for this meta-analysis, attempts had 

been made to contact the corresponding authors of six published journal articles 

and request for certain effect sizes. However, only one author had responded and 

provided the effect sizes for the current analyses. The other five studies, 

unfortunately, had to be excluded as no response was received. Several scholars 

have suggested that standardized regression coefficients, in some cases, could be 

turned into partial correlation coefficients and used as effect sizes when correlation 

coefficients were not report in a study (Furuya-Kanamori & Doi, 2016; Peterson & 

Brown, 2005). This approach, however, was not appropriate for the present study. 

Among the studies which did not provide sufficient data for calculating an effect 

size, only one study (i.e., Andreassen et al., 2014b) reported the standardized 

regression coefficients. Multiple regression analysis was used in that study, and 

although the use of social media for personal purposes was treated as a predictor 

of job performance, it had controlled for various demographic factors as well as 

personality traits of the respondents. The effect size estimated from the 

standardized regression coefficient from that study would be different from all the 

other included effect sizes, as it was controlled for more than just demographic 

factors but personality traits. Thus, estimating the effect size of that study from the 

standardized regression coefficient and including it in the current analysis could 

produce a biased result and hence not recommended.  

 

5.4 Direction for Future Research 

Based on this meta-analytic review of the existing literature on employees’ social 

media use and work-related outcomes, the following directions for future research 

were proposed. First and foremost, scholars need to devote more attention to 
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employees’ non-work time social media use with work-related contacts. Due to the 

increasing use of social media, especially the mobile instant messaging tools, 

employees are perpetually connected and the boundary between work life and 

personal life of the employees is getting blurred (Koch, Gonzalez, & Leidner, 2012). 

Employees who use MIM or other social media are likely to receive work-related 

messages from coworkers or supervisors and are forced to respond during nonwork 

hours. It has been suggested that psychological detachment from work during non-

work time is important for employee recovery and health (Park, Fritz, & Jex, 2011). 

Employees nowadays might be facing more difficulties to mentally disconnect 

themselves from work during thier off-job time with the increasing use of 

communication technologies and social media. In fact, Li and Yuan (2018) and Liu 

and colleagues (2015) in their studies found that work connectivity behavior after-

hours on MIM is positively associated with work-to-life conflict. It is possible that 

the increasing work connectivity behavior after-hours induces a higher level of 

work pressure and emotional exhaustion, and eventually leads to higher turnover 

intention. However, this meta-analytical review suggests that the current literature 

might have neglected the effect of after-work social media use as there have been 

only two studies found examining the associations between nonwork hour MIM 

use and work-to-life conflict, and no studies explicitly examined nonwork hour 

social media use and other employee outcomes and psychological well-being so 

far. Future studies focusing on employees’ non-work hours’ social media use on 

work-related content specifically, as well as its effect on employee psychological 

well-being, would be needed to address the underexplained phenomena.  

  

 In addition, future research should consider investigating the effectiveness of 

social media policies in organizations and its moderation effect on the association 
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between employee social media use and work-related outcomes. Although utilizing 

social media in workplace could facilitate knowledge transfer and enhance work 

performance (Cao et al., 2016; Kwahk & Park, 2016), the misuse of social media 

for personal purposes during working hours, as well as interruptions induced by 

MIM use on the other hand, would affect employees’ performance negatively (Cao 

& Yu, 2019; Lebbon & Sigurjónsson, 2016). Establishing policies and training to 

promote proper work-related social media use and restrict social media misuse and 

interruption at the workplace would be essential for organizations nowadays. 

However, completely banning personal social media use at work might not be ideal. 

Firstly, as found in the study, non-task specific social media use among employees 

was positively correlated with job satisfaction; secondly, for some industries such 

as real estate and insurance industries, personal social media use might help 

employees to build social capital with potential customers and/or facilitate 

customer relationship; thirdly, employees might use alternative ways to access their 

personal social media which might cause further waste of time and affect their 

productivity at work. Qualitative research with the use of focus group interviews 

could help to evaluate the effectiveness of different social media policies as well 

as reveal the attitudes and reactions of employees towards the promotion of work-

related use and the restrictions on personal use. This information could possibly 

aid organizations in establishing comprehensive guidelines and better practices 

regarding workplace social media use. Moreover, existing studies on workplace 

social media use rarely measured the social media policy, or the social media 

permitted status of the company. Studies that included organization social media 

policy have measured it with a single-dichotomous item and treated it only as a 

control variable when examining the association between employees’ social media 

use and work-related outcomes (e.g., Charoensukmongkol, 2106; Lee & Lee, 2018). 
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Few studies have examined the potential interaction effects of organization social 

media policies and employees’ attitudes toward such policies. Scholars interested 

in workplace social media use should consider testing these effects. 

 

Another possible direction for future research would be studying the 

individual differences and their effects on the association between social media use 

and work-related outcomes. The results of this thesis indicated that the employees’ 

social media use linked with several employee outcomes and highlighted factors 

moderating these associations. Although individual differences were not examined 

as moderators in this study, prior research had attempted to investigate the effect of 

individual differences such as personality traits, mindfulness, and the individuals’ 

attitude towards social media use on the relationship between the use of social 

media at work and employee outcomes (e.g., Charoensukmongkol, 2016; H. Kim 

& Chung, 2014; Latib, Bolong, & Ghazali, 2014). These studies revealed that the 

effect of social media use on work-related outcomes would be moderated or 

mediated by individual differences. Future studies could examine the potential 

moderation or mediation effect of other individual differences, especially those 

linked with social media use, as it would help to uncover the underlining 

mechanism with regard to the use of social media on work-related outcomes and 

to fill in the gaps in the current literature. In my opinion, one of the individual 

differences that worth examining is computer-mediated communication 

competence (CMC competence). CMC competence was proposed by Spitzberg 

(2006), and it measures individuals’ motivation, knowledge, and skills of using 

CMC technologies. Individuals high in CMC competence are more motivated and 

competent to employ CMC technologies. Prior social media research has examined 

the concept of CMC competence, for example, a study revealed that CMC 
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competence mediated the relationship between personality traits and attitude 

toward social media, another study by Wright and colleagues (2013) found a 

positive association between CMC competence and satisfaction of social support 

acquired from social media among participants and suggested that it leads to a 

lower level of depression. It is plausible that CMC competence would mediate the 

association between social media use and work-related outcomes on the 

organization members. One possibility is that employees with higher level of CMC 

competence will be more willing to and experienced in employing social media for 

work-related purposes, such use could facilitate their internal communication with 

supervisor and colleagues, knowledge transfer, as well as the development of social 

capital, and eventually bringing tangible benefits such as improvement of job 

performance. Employees who are high in CMC competence, especially those with 

a high level of selectivity and appropriateness, might be more sensitive to personal 

boundaries on social media and would engage in work-related social media 

activities during appropriate hours while disengage with such use after work. 

Hence, CMC competence of the individuals might mediate the effect of social 

media use on work-life conflict and emotional exhaustion.  

 

Finally, another meta-analysis research focusing on employees’ social media 

use and its association with relevant outcomes would be needed in the future. 

Restricted by the number of existing studies which examined the effect of 

employees’ social media use on work-related outcomes, this meta-analysis study 

could only conduct limited main analyses to investigate the effects of employees’ 

social media use and examine the moderator effect of a small number of variables 

on the associations tested. Meanwhile, some moderator analyses were not 

conducted on all of the associations examined in this study due to an insufficient 
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number of studies, and in fact, some potential moderators such as period of use 

(working-hours vs. after working-hours) were targeted to be included in the 

analyzes originally but could not be implemented owing to the limited number of 

studies that reported these variables. The circumscribed moderation analyzes in this 

study suggests the need for another meta-analysis research when more empirical 

studies become available in the future. Based on this thesis, the number of 

published journal articles exploring the effects of social media on work-related 

outcomes had been greatly increased in recent years. It is presumed that the use of 

social media in the workplace will receive increasing research attention and might 

provide more data for a new meta-analysis study. Besides, there were studies 

investigating other aspects of social media use among employees, such as social 

media addiction and excessive social media use at work (Cao & Yu, 2019; Sriwilai 

& Charoensukmongkol, 2016). Such problematic forms of social media use and its 

overall effects on work-related outcomes are worth examining through meta-

analysis if there were a sufficient number of studies. Therefore, another meta-

analysis study would be necessary if there were more relevant studies in the future 

and allow scholars to examine the overall effect of other dimensions of social media 

use on employee outcomes, revisit the moderators tested in this study, as well as 

explore other potential moderators which could not be tested currently due to the 

insufficient number of studies.  

 

5.5 Conclusion 

In the past decade, a significant number of research studies had examined the effect 

of employees’ social media use on different workplace outcomes. The findings of 

the existing studies were, however, inconsistent, and it was uncertain if the use of 

social media at the workplace actually did more good than harm to the employees 
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and the organizations. This thesis addressed this important question through the 

application of meta-analysis to summarize the effects of employees’ social media 

use. This is the first meta-analytical study of social media use and employee 

outcomes. Although there were several limitations as listed earlier, this research 

study contributes to the literature by providing a comprehensive statistical 

synthesis and summary of the empirical evidence and illuminating the 

directionality and magnitudes of the effects of social media use on job performance, 

innovative performance, job satisfaction, work engagement, emotional exhaustion, 

and work-life conflict. Additionally, the results of this thesis indicated the 

heterogeneity of effect sizes across different studies in general. The supplementary 

analyses further identified the moderators — the purpose of social media use, 

culture, and job position — which accounted for some of the differences identified 

across studies. The type of social media employed and gender of the participants, 

on the other hand, did not moderate any of the associations examined. To sum up, 

the findings of this meta-analysis offered a better understanding of the effects of 

employee social media use on work-related outcomes and addressed some research 

gaps in the current organizational research concerning the use of social media at 

the workplace. It also underlined the need for further investigation regarding the 

role of the period of use, organizational policies, and individual differences on 

employees’ use of social media and employee outcomes.   
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