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Abstract--- This research uses an exploratory approach to emphasize the importance of social media sites within
corporations. It studies the intervening role of employee voice and employee engagement in the association between
social media sites and employee performance specifically within the educational sector of Pakistan. Cross sectional
data was collected from 250 faculty members teaching in various universities of Karachi, using simple random
sampling. The derived hypotheses were tested through partial least square structural equation modelling method
(PLS-SEM). The research outcomes statistically supported the influence of social media sites on employee
performance using employee voice as a mediator. The research supported the fact that in today’s digital era
employee voice and engagement are the key to enhance the worker’s productivity. The research findings can be used

by academicians and human resource managers for formulating and evaluating their Human resource policies.

Keywords--- Social Media Sites, Employee Performance, Employee Empowerment, Employee Engagement,
Employee Voice.

Declarations of Interest: none.

I.  INTRODUCTION

Social media sites (SMS) are web based stages for correspondence. There are various uses of SMS such as
discussions, sharing data and web creation content. They enable clients to make open profiles and interface with one
another. SMS could be amazing assets for improving knowledge and helping workforce to secure great professional
outcomes. Thus, SMS could help personnel in self-advancement, imagination, correspondence improvement,
learning and data sharing, and innovative abilities .On the other hand, SMS could progress toward becoming

wellsprings of inconvenience causing frail performance and unsuitable professional outcomes.

The springing of various social media sites that has seamlessly connected people around the globe is indeed a
breakthrough in the field of communication (Bennett, Freelon, & Wells, 2010). Social media sites can be aptly
defined as a medium of communication, making use of online platforms where users are connected via the Internet
(Cox & Rethman, 2011). Social media sites enable individuals to not only be in contact with a single person but they
can be multi-tasking and be connected to several individuals at the same time, despite being at geographically
different locations. Furthermore, people have the opportunity to be a part of even more engaging activities; for e.g.
they can share and receive media such as pictures and videos and even give and take information through this highly
lucrative electronic platform. Social media sites bridge the communication gap over long distances and certainly do
accelerate the communication process anytime and from anywhere (Rahman & Wok, 2018) .
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To name a few, Facebook, LinkedIn and Twitter are some of the most frequently used social media sites by
people to stay in touch with their loved ones i.e., friends, family and co-workers (Berkovich & Avigur-Eshel,
2019).Twitter can be classified as an exclusive kind of communication channel because of the word limit on its posts
that is of 140 words, with users not necessarily be knowing each other. The Twitter family was of around 41 million
users by2009 (Borgmann et al., 2018). On the other hand, LinkedIn is a purely business-related platform with
around 85 million members aboard this platform (Ewing, Men, & O’Neil, 2019).

IM, Classmates, and MySpace are some of the social media sites that we knew of and were popular, before
Facebook dominated the social landscape (Kapidzic, 2019). Orkut is the preferred social media sites platform in
India and Brazil, with Hi5 being commonly used in Spanish speaking countries (Kapidzic, 2019).Mixi is well-
known in Japan, Sweden makes use of LunarStorm, Poland has 68 Grono, whilst Australia, the United Kingdom and
New Zealand make use of Bebo as the preferred social media sites (Boz, 2018).The primary goal of this research

was to explore the positive outcomes of social media interms of enhancing employee performance.

1. THEORY

The crucial importance of fostering social relationships to positively impact employee performance and
organizational competitiveness is fast being realized by organizations and gaining momentum (Akdere, 2005). The
process of developing individual and organizational values through social relationships that have its roots in
psychological processes and has been elaborated upon through a theoretical framework by the name of SCT
(Watson & Papamarcos,2002). Social capital can be defined as a tool that equips an organization to “create,
maintain and use relationships to achieve organizational goals”(King & Lee, 2016).A lot of evidence has been
gathered that is in favor of social capital that drives positive results by instilling a sense of goodwill and trust
amongst its members (Bisung et al., 2014). Precisely, “social capital is more likely to develop where there is
effective communication and cooperation” (Doherty & Misener, 2008). Human resource is fast being revolutionized
for the sole purpose of creating an environment that is conducive to productivity with positive relationships being
prioritized that makes use of human expertise, SCT informs many human resource studies (Akdere, 2005; Storberg,
2002; Watson & Papamarcos, 2002)

An indispensable component of SCT is the effective flow of communication. Analysis of how to upgrade IC
practices is highly emphasized, as it plays a crucial role in enhancing employee performance at work and also
ensuring organizational sustainability through positive social relationships. The springing of various social media
sites that has seamlessly connected people around the globe is indeed a breakthrough in the field of communication
(Bennett et al.,2010). Social media sites can be aptly defined as a medium of communication, making use of online
platforms where users are connected via the Internet (Cox &Rethman, 2011). Social media sites enable individuals
to not only be in contact with a single person but they can be multi-tasking and be connected to several individuals
at the same time, despite being at geographically different locations. Furthermore, people have the opportunity to be
a part of even more engaging activities; for e.g. they can share and receive media such as pictures and videos and
even give and take information through this highly lucrative electronic platform. Social media sites bridge the

communication gap over long distances and certainly do accelerate the communication process anytime and from
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anywhere (Hantula et al., 2011).

2.1 Social Media Sites and Employee Performance

The presence of social media sites smoothens and facilitate the communication process which in turn boosts
employee performance (Wong, Ou, Davison, Zhu, & Zhang, 2016). Social media sites enable employees to have the
floor open for bi-lateral information sharing and to work together as a team (Skeels &Grudin, 2009; Stafford &
Mearns, 2009). Moreover, it can also be employed as a teaching tool to train employees at different levels to take the
maximum benefit out of employee’s time and also make it lucrative irrespective of location (Cox & Rethman, 2011;

Ferreira & du Plessis, 2009).

Different organizations have varying view about how social media should be incorporated at the office. While
some encourage its usage others are skeptical to allow the usage of social media during years for the fact that it
negatively impacts employee performance (Sykes, Venkatesh, & Johnson, 2014).The use of social media sites at
workplace help to forge meaningful work relationships with peers and help in PR and link building as well (Cao,
Guo, Vogel, & Zhang, 2016). When Zhang and Venkatesh (2013), conducted a research on how different social
media platforms can influence employees perform at workplace, came to the conclusion that social media sites have
a positive influence on their overall performance. The literature review, further elaborates that social media sites are
a great way to cut down on cost and time, which in turn boosts organizational profits (Harandi & Abdolvand, 2018).
Simultaneously, it is believed that social media sites directly impact trends in advertising, consumer innovation and

relationship management in organizations. According to previous researches, we propose the following hypothesis :
Hzi: Social media sites are positively related with employee performance.

2.2 Social Media Sites and Employee Voice

According to Boxall and Purcell (2003), employee voice can be defined as: “Employee voice is the term
increasingly used to cover a whole variety of processes and structures which enable, and sometimes empower
employees, directly and indirectly, to contribute to decision-making in the firm”. Social media sites are fun and keep
things eventful and lively and are even more suitable for countries like Pakistan where young people comprise of
majority of the workforce. Young employees are tech savvy and engaging them on social media sites is not adifficult
task. Hence, encouraging the use of social media sites can serve as an effective internal communication tool to pay

close attention to employee voice. As per the literature review, the following hypothesis has been laid down:
H2: Social media sites are positively related with employee voice.

2.3 Employee voice and Employee performance

According to Perlow and Williams (2003).When employees feel they do not have a platform to voice their
opinion, and they bottle up their feelings which can have a direct negative impact on their creativity, motivation,
productivity and ultimately their overall performance at workplace. The following given hypothesis has thus been

formulated based on the above literature search.

H3: Employee voice is positively related to employee performance.
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2.4 Mediating Role of Employee Voice

Practitioners of human resource management and scholars interpret the term “employee voice” from different
perspectives. Some definitions fail to do justice to the exact meaning of the term as they are subjective to the
situation in which they are being applied in the organization. According to (Dundon, Wilkinson, Marchington, &
Ackers, 2004) observation the term “employee voice” has contrary meanings. Employee voice encompasses any
such opportunity where the employee has the liberty to voice their opinion and hence take a part in the decision-
making of the organization (Boxall & Purcell, 2011). Employee voice can be described as, voicing your opinion on

important matters or complications within the organization.

Employee voice ensures that employees feel valued and being an influential part of the organization which
ultimately affects their performance. This has further been ascertained by (Royer, Waterhouse, Brown, & Festing,
2008). Employees are like stakeholders to the company and treating them in such a manner bears positive outcomes

as the employees feel invested.

The exchange of knowledge and the transfer of creative ideas lead to a pool of creative innovations and unique
ideas being accumulated in a very different way which is beneficial for the entire organization as a whole and the
development of dynamic capability over a span of time (Danneels, 2002). In the long run, this creative mix along
with the proactive competencies of the team leads to strengthening the management to bring about and lead the

change.As per the literature review that has been presented in the past, the following hypothesis has been laid down.
H4: Employee voice mediates the association between social media sites and employee performance.

2.5 Moderating Role of Employee Engagement

For the past two decades, there has been no one definition that truly encompasses the meaning of employee
engagement and ever since, the phrases “employee engagement” and “work engagement” have been used in a
similar meaning. There is no universal definition for the term, nevertheless, most definitions mutually accept that
passion, determination, and the active participation of employees to provide quality services at their own free will is
the true essence of “employee engagement” (Anitha, 2014). It has been concluded by these scholars that a high level
of employee engagement gives rise to satisfied customers, positive feedback and an overall improved organizational
performance. Alternatively, employee engagement can be described as the intellectual and emotional inclination of

employees that they exhibit at the workplace in their respective job roles (Amhalhal, Anchor, & Dastgir, 2015).
The following given hypothesis has thus been formulated based on the above literature search.

H5: Employee Engagement has a positive moderating effect on the relationship between usage of social media

sites and employee voice.

2.6 Moderating role of Employee Empowerment

When employees perceive empowerment, the positive relation between the employee voice and employee
performance under discussion becomes even more highlighted. Highly capable employees, who are also motivated,
are being able to perform much better when they are empowered, because as the definition suggests, empowerment

is all about eliminating such factors that deter an employee from achieving maximum productivity (Conger &
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Kanungo, 1988).Thus, it can be argued here that when employees are more empowered they have a stronger
employee voice and hence have higher levels of employee performance. The following given hypothesis has thus
been formulated based on the above literature search.

H6: Employee empowerment has a positive moderating effect on the relationship between employee voice and

employee performance.

Employee Employee

Engagement einpowerment

Online Employee

Networking performance

Sites

Figure 1: Conceptualized Model

I1l. MATERIALS AND METHODS
A survey was carried out for data collection using a 5-points Likert scale questionnaire where 1 was considered

as a strongly disagree and 5 was as a strongly agree. The questionnaire consisted of six parts: the first part was the
measure of use of social media, second part was the measure of employee voice, third part was the measure of
employee performance, the fourth part was the measure of employee engagement, the fifth part was the measure of

employee empowerment and sixth part was about the participant’s demographic information.

Measurement items were selected from validated questionnaires used in previous researches. The measure of the
use of social media was carried out by using the scale from Wang, Yang and Chen (2016). It was made to measure
10 items with two dimensions-perceived usefulness and perceived ease of use. The scale claims to have a high
internal consistency level according to the reliability analysis (Cronbach’s Alpha) of the scale which was calculated
as o= 0.941. Social sciences have set the acceptable threshold as 0.7 and above. The scale for the measurement of
employee voice was adopted from the research of Botero and VVan Dyne (2009). The measure consisted of 9 items.
Internal consistency level (Cronbach's Alpha) of this scale was calculated as a = 0.868, which is again at a high
level. Employees’ job performance was measured from (Koopmans et al.2014; Coole2003) comprising of 15 items

with three dimensions (Time management, Task Performance and Contextual performance) and its reliability
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analysis calculate up to a = 0.871. Item 6 in the scale was a reverse coded item. The scale used to measure
employee’s empowerment was adopted from (Niehoff, Moorman, Blakely, & Fuller, 2001), which consisted of 16
items with four dimensions (Power = 5 items, Knowledge = 4 items, Information = 4 items and rewards = 3 items).
Reliability analysis of the measure was calculated as o = 0.871. Employee engagement was measured by using a
scale which was adopted from the research of Soane et al. (2012). The scale consisted of 8 items with a high internal

consistency level of o= 0.868.

This survey was prepared mainly for the employees that had been employed in the educational sector of
Pakistan, using a simple random sampling technique to determine the sample. The survey was ensured to be
formally permitted by the concerned authorities and that the volunteers were not coerced into taking the survey. All
volunteers filled the questionnaire willingly. The randomness of a given sample gives the most reliable survey and
statistics. To obtain an effective result, the sample size should either be 30 to 500 samples, should be repeated at
least ten times or should gave a greater number of variables including dependent, independent, mediating,
moderating and control variables. Therefore, samples of 280 questionnaires was sent to be distributed in different
universities. The volunteers were selected from different backgrounds, age groups, genders and even domains to
increase the reliability of the survey. However, the return rate was 92%; therefore, only 260 questionnaires were
received. Out of those 260, a detailed analysis showed that 250 were completed and used further for the calculation

of statistics.

The estimations in this study are carried out by Partial Least Square (PLS) method. This technique is very useful
while testing small sample size and it provides comprehensive analysis regarding variables and items used in the
scale (Hair, Sarstedt, & Ringle, 2012). The PLS method has an ability to deal latent construct in situations of non-

normality and can assess partial relationships without having fully structured model (Chin, 1998).

IV. METHODOLOGY AND DATA ANALYSIS
The data for this research is collected from faculty members in different universities of Pakistan. Primary source

is used for data collection and purposive convenience sampling technique is used in this study due to limited
resources and time constraints. A well devised questionnaire was sent to 280 faculty members of different

universities in Pakistan.

The estimations in this study are carried out by Partial Least Square (PLS) method. This technique is very useful
while testing small sample size (Reinartz, Haenlein, & Henseler, 2009)and it provides comprehensive analysis
regarding variables and items used in the scale. Hair, Sarstedt and Ringle (2014). The PLS method has an ability to
deal latent construct in situations of non-normality and can assess partial relationships without having fully
structured model (Hair, Risher, Sarstedt, & Ringle, 2019).

4.1 Survey Findings

The survey questionnaires returned from 280 faculty members from different universities of Pakistan. Only 250
questionnaires found completely filled and rest of 30 questionnaires were removed from study on grounds that were

either found incomplete or not properly filled. So in this study only 250 questionnaires were processed out of 280
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for data analysis.

Table 1: Respondents Profile

Education PhD | M.Phil. | Masters | Total

Gender Male 26 62 40 128
Female | 15 81 26 122

Total 41 143 66 250

4.2 Measurement Model Analysis

Hair, Hult, Ringle, & Sarstedt, (2017), suggest that construct reliability and validity for the internal consistency
of measurement model can be verify through factor loading, composite reliability, Cronbach alpha, average variance
extracted, convergent validity and discriminant validity. For factor loading Hair, Black, Babin, Anderson and
Tatham (2006), recommended that values should be above 0.5 and ideally 0.7 or higher in this study all constructs
items factor loading ranging from 0.623 to 0.990 which are higher than minimum limit .For constructs reliability
minimum level of Cronbach’s Alpha values 0.7 suggested by Taber (2018)and for convergent validity minimum
composite reliability values 0.7 and average variance extracted values 0.5 are proposed by researchers ( Farrell,
2010). Table 1 below depicts that all minimum acceptable values are achieved and fulfill the requirements of
reliability and convergent validity of measurement model. For assessment of discriminant validity, the Heterotrait-
monotrait HTMT method is used Henseler, Ringle & Sarstedt (2015), suggested that the values under 0.85 are
acceptable for discriminant validity. The table 2 of discriminant validity shows that all the values are under 0.85 and

latent constructs have no issue of collinearity.

Table 2: Summary of Reliability and Validity of Measurement Model

Factor Loading | Cronbach's Alpha | Composite Reliability | Average Variance Extracted (AVE)
Employee Engagement 0.909 0.910 0.562
EE1 0.890
EE2 0.899
EE3 0.633
EE4 0.681
EE5 0.767
EE6 0.680
EE7 0.776
EES 0.614
Employee Empowerment 0.979 0.978 0.736
EM1 0.677
EM11 0.706
EM12 0.787
EM13 0.872
EM14 0.990
EM15 0.946
EM16 0.963
EM2 0.756
EM3 0.829
EM4 0.929
EM5 0.853
EM6 0.920
EM7 0.937
EMS 0.693
EM9 0.888
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EMM10 0.888
Employee Performance 0.939 0.938 0.502
EP1 0.764
EP10 0.703
EP11 0.805
EP12 0.658
EP13 0.815
EP14 0.761
EP15 0.744
EP2 0.648
EP3 0.674
EP4 0.648
EP5 0.657
EP6 0.653
EP7 0.676
EP8 0.658
EP9 0.731
Employee Voice 0.908 0.905 0.516
EV1 0.727
EV2 0.679
EV3 0.694
EV4 0.656
EV5 0.748
EV6 0.674
EV7 0.698
EV8 0.783
EV9 0.794
EV1 0.727
Online Networking Sites 0.922 0.921 0.541
SM1 0.623
SM10 0.773
SM2 0.728
SM3 0.737
SM4 0.704
SM5 0.803
SM6 0.796
SM7 0.747
SM8 0.751
SM9 0.671

After profiling the reliability and validity has been constructed by assessing factor loading, Cronbach alpha,

composite reliability (CR) and average variance extracted (AVE).

Table 3: Discriminant Validity Heterotrait - Monotrait Ratio (HTMT)

EE EM EP EV SM

EE
EM | 0.173
EP | 0.546 | 0.348
EV | 0.682 | 0.155 | 0.735
SM | 0.640 | 0.241 | 0.764 | 0.706

4.3 Structural Model Fit Analysis

The structural model fit is generally tested by the value of R Square (Coefficient of determination) as it
determines the projecting strength of the model. R Square refers the variance in dependent variable explain by all
independent variables associated with dependent variable. (Hair et al.,2017). In this study the R Square values for

Employee performance and Employee voice are 0.704(70%) and 0.618(61%) respectively which deem good for the

DOI: 10.37200/1JPR/V2414/PR2020387
Received: 10 Mar 2020 | Revised: 25 Mar 2020 | Accepted: 10 Apr 2020 5809




International Journal of Psychosocial Rehabilitation, Vol. 24, Issue 04, 2020
ISSN: 1475-7192

model fitness. Further SRMR standardized root mean square residual value is used for the fitness of structural model

which shows the dissimilarity between the correlation of observed and model implied matrix. Hu & Bentler (1999)
suggested SRMR value should be less than 0.08. For this study the SRMR value of model is 0.062 which can be

accepted as a good fit. Hence measurement model and structural model results confirm that the model of the study

is valid to run PLS.

Table 4: Summary of PLS Analysis

Path Coefficients(B) | P Values
SM -> EP 4.407 0.000
SM -> EV 5.368 0.000
EV -> EP 4.723 0.000
SM ->EV -> EP 3.910 0.000
Moderating Effect 1 > EV | 2.306 0.021
Moderating Effect 2> EP | 0.978 0.328

Table 5: Hypotheses Assessment Summary

Hypothesis Results

Hi: Social media sites are positively related with employee performance. Supported

H2: Social media sites are positively related with employee voice.

H3: Employee voice is positively related to employee performance. Supported
H4: Employee voice mediates the association between social media sites and employee Supported
performance. Supported

H5: Employee engagement has a positive moderating effect on the relationship between

usage of social media sites and employee voice. Supported

H6: Employee empowerment has a positive moderating effect on the relationship between

employee voice and employee performance. Not Supported

Figure 2: Path Coefficients and Significant Values of Model

V. DiscussiON

Pakistan is marked as a high power distance country as indicated by Hofsfede’s cultural dimensions therefore
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this study provides an insight into the importance of employee empowerment to enhance the work capacity of
faculties in universities marked by a culture of high power distance .Secondly, the results of this study also explain
why previous studies found that employee engagement is not very effective in reducing work—conflict. Unlike
employee voice and empowerment helps faculties to maintain their working environment and employment
concentration, which may necessarily help in reducing work— conflict. However, by allowing faculties to maintain
their career, employee performance may help faculties’ role expansion (being able to carry out both work and social

roles), which may be more effective in increasing employee satisfaction and performance (Hashim, 2019).

The research outcomes statistically supports the view that employee voice mediates the association between
online networking sites and employee performance. The presence of social media sites smoothens and facilitate the
communication process which in turn boosts employee performance as concluded by (Ewing et al., 2019). Different
organizations have varying view about how social media should be incorporated at the office (Nisar, Prabhakar, &
Strakova, 2014). While some encourage its usage others are skeptical to allow the usage of social media during
years for the fact that it negatively impacts employee performance (Valos, Mavondo, Nyadzayo, 2019). It is a fact
that employees do not find themselves online on social media sites just for the sake of information sharing and
gaining but is also a popular place to socialize virtually, catch up with friends, fulfill their social needs and build
connections online (Ewing et al., 2019).The current study support that Social media sites are positively related with
employee performance which has been supported by Song, Wang, Chen, Benitez and Hu (2019). The literature
review, further elaborates that social media sites are a great way to cut down on cost and time, which in turn boosts

organizational profits (Harandi & Abdolvand, 2018; Bautista, Ledn, Rojas, & Raymundo, 2019).

The exchange of knowledge and the transfer of creative ideas lead to a pool of creative knowledge being
accumulated in a very different way which is beneficial for the entire organization as a whole and the development
of dynamic capability over a span of time. Thus, (Rasheed, Shahzad, Conroy, Nadeem,& Siddique, 2017)studies

conclude that employee voice is mediating between the social networking and employee performance.

VI. CONCLUSION

It is concluded that one can practically implement contemporary methods of running a team through the
incorporation of a stronger employee voice and the widespread use of social media sites. Hence employee voice
serves as a mediating factor between the usage of social media platforms and employee performance supported by
the current study. An employee’s commitment and quality of work is the measure of level of employee performance
of an organization (Beloor, Nanjundeswaraswamy,&Swamy, 2017). An employee’s positive mindset is determined
by his level of commitment, absorption and vigor which makes him more mentally present at work and minimizes
work-related errors according to Walden, Jung and Westerman (2017). Thus, employees who are engaged at the
workplace exhibit a stronger employee voice during social media sites usage. Hence, employee engagement serves
as a moderator was not supported by the current study. Highly capable employees, who are also motivated, are being
able to perform much better when they are empowered, because as the definition suggests, empowerment is all about
eliminating such factors that deter an employee from achieving maximum productivity (Caniéls, Neghina, &

Schaetsaert, 2017; Yaghubi, 2019).Employee empowerment moderates the association between employee voice and
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employee performance was supported by this study. When employees are more empowered they have a stronger
employee voice and hence have higher levels of employee performance. In conclusion, this study contributes unique
knowledge to the current body of literature that connects online networking sites on employee performance, as well

as employee empowerment and voice among all the different universities faculty in Pakistan.
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