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Abstract

Orientation: The advent of social media has taken new dimensions becoming one of the most significant methods of how people communicate all over the world. In particular, the usage of social media and networking sites is a phenomenon that has brought great negative and positive impact to organisations and employees nowadays.

Research purpose: The primary aim of the study sought to determine the relationship between social media usage in the workplace and employee productivity in the public sector with particular reference to government departments in Harare.

Motivation for the study: There have been rising concerns about the use of social media sites in the workplace because of loss of labour productivity through time wasted at work.

Research approach/design and method: The study adopted a positivist research approach because it had ontological assumptions of representationalism and objectivism. Because of the nature of the research objectives, a descriptive research design was found to be necessary. A sample size of 278 management and employees from five selected government departments was targeted. Structured questionnaires were used for the collection of relevant primary data.

Main findings: The study revealed that social media usage in the workplace resulted in significant drop in employees’ productivity because of time spent online keeping in touch with friends, sharing pictures and communicating with colleagues.

Practical/managerial implications: As social media cannot be completely eradicated during working hours, the human resources departments need to monitor deadlines and job deliverables with the need to ensure that jobs are performed efficiently.

Contribution/value-add: The study sought to fill the existing research gaps with regard to the use of social media at workplace and employee productivity.
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Introduction

Orientation

The advent of social media as a technological innovation has taken new dimensions by becoming one of the most significant ways of how people communicate globally (Awolusi, 2012; Bolton, Kabadayi, Gruber, Loureiro, & Solnet, 2013; Von, 2015). In particular, the usage of social media and networking sites such as WhatsApp, Facebook, Skype, Twitter, You Tube, Instagram and LinkedIn has become a phenomenon that has brought both negative and positive impact to various organisations and employees nowadays. According to Sultana, Abdullah and Tabassum (2013) and Tilahun (2016), more and more people have been using social networking sites to connect with colleagues, friends, family as well as making collaborations. The social media has indeed gained entry and popularity into the workplace where it has not only affected employee skills, abilities, knowledge, qualification and motivation levels but also productivity and job performance (Munene, 2016; Tilahun, 2016). Thus, the ubiquity of these social media platforms in the workplace can no longer be ignored anymore because of their effect on employee productivity and performance. Wasting time through social media activities is a huge hidden cost to any organisation. As noted by Aguenza, Al-Kassem and Mat Som (2012), social media has become a time waster with more than 65% of employees globally visiting the sites at least once a day.

In Zimbabwe, there have been rising concerns about the use of social media sites in the workplace because of loss of labour productivity. Indeed, there had been growing worry among government departments that employees had been wasting much time on these social media sites during working hours resulting in reduced productivity. For instance, it has been noted that, on average, employees spend at least 2 hours per day on Facebook, WhatsApp, Skype and/or Twitter in the workplace (Mhiripiri & Mutsvairo, 2013). In the face of slow and inefficient service delivery, government departments in Harare had not thought of deeply looking into what had been eating up employee work hours without commensurate results. In some instances, staffs had been with their computer systems or mobile phones blogging or tweeting for their personal motives and gains during working hours (Munene, 2016; Shava, Chinyamurindi, & Somdyala, 2016). It also seems that government employees had been spending their time on social media networks to non-work-related activities such as creating personal relations, listening music and watching videos. When employees spend many hours on social media, performance in government departments is bound to be affected. One of the challenges facing government departments in Harare has been to enhance productivity of the workforce to improve service delivery and avoid of scarce resources wastage. Thus, the introduction of Internet and smartphones has caused and raised issues of the relationship between social media usage and employee productivity in the workplace because of the time being spent on non-work-related activities. Indeed, the introduction of smartphones has compounded the challenge in question and subsequently has become a distraction at work as employees can easily connect to social media sites.

There had been considerable conflicting arguments among scholars on the impact of social media usage in the workplace on employee productivity. For instance, Aknin, Elizabeth, Ashley, Adam and Michael (2013) and Richards (2012) argue that employees who use social media sites in the workplace are 15% more productive than those who do not. Alternatively, other scholars believe that social media use in the workplace has resulted in sharper employees’ lack of concentration and reduced work productivity. For instance, studies by Razmerita, Philips-Wren and Jain (2015) noted that the use of Facebook at work results in a 1.5% decrease in productivity. Therefore, the study sought to fill the existing research gap and resolve this debate by attempting to fulfil the following research objectives:


	Determine the relationship between time spent on Facebook and employee productivity.

	Determine the relationship between time spent on WhatsApp and employee productivity.

	Establish the association between time spent on Twitter and employee productivity.

	Establish the association between time spent on Skype and employee productivity.

	Determine the relationship between time spent on LinkedIn and employee productivity.



In line with the above research objectives, the following research hypotheses were tested at 5% level of significance:


H1: Time spent on Facebook has a negative relationship with employee productivity.

H2: Time spent on WhatsApp has a negative relationship with employee productivity.

H3: Time spent on Twitter has a negative relationship with employee productivity.

H4: Time spent on Skype positively has a negative relationship with employee productivity.

H5: Time spent on LinkedIn has a negative relationship with employee productivity.



Literature review

Concept of social media and online social networking

Social media can be described as an online service or platform that focuses on facilitating building of social networks or social relations among people who share the same or similar interests, activities, backgrounds or real-life connections (Bolton et al., 2013). These online platforms allow individuals to have public or semi-public profile within a bounded system, view and traverse various lists of connections made by others within the system. Examples of online social networking and social media sites include Twitter, LinkedIn, Facebook, Skype, Sphere, Amazon, YouTube, Nexopia, 2go, Ebay, Bebo, Badoo, Hi5 and so on (Holtzblatt, Drury, Weiss, Damianos, & Cuomo, 2013; Twenge, 2010). These social media sites have general basic features like user names with personal passwords and biographical profiles of users.

There has been growth in popularity of social media sites in both developing and developed countries and its advancement has promptly changed how organisations work and communicate. According to Munar, Gyimóthy and Cai (2013), private and public organisations have now been forced to work with social media because of its effectiveness as a two-way communication and effective collaboration. Despite scepticism on its value because of data leakage from staff gossiping freely in an open environment and phishing scams, there has been recognition by many organisations that social media and networking sites in the workplace result in improved employee productivity (Cai, Huang, & Liu, 2018; Harandi & Abdolvand, 2018). The biggest concern of social media usage in the workplace has been the reduction on employee productivity from time wastage.

Theoretical model: Distraction-conflict theory

Sanders, Baron and Moore (1978) explored the distraction-conflict theory in explaining how particular distraction can affect the performance of an individual on a given task. These distractions can be behavioural or psychological or social or non-social and are often triggered by competing activities or environmental stimuli (Mushwana & Bezuidenhout, 2014). According to the theory, distractions and interruptions consume employees’ time that could be spent on critical tasks. As such, individuals are subject to distractions caused by secondary tasks that disrupt their ability in the workplace (Awolusi, 2012).

The theory also states that distractions constitute any stimuli irrelevant to the task at hand which can produce attentional conflict between the primary task and the distractor (Speier, Valacichm, & Vessey, 1999), for instance, when Facebook distracts an employee, he or she may forget the information needed to process primary tasks and cues may be lost (Ribière, Haddad, & Philippe Vande, 2010). This cognitive difficulty is usually associated with time lags in regaining the mental state held before the distraction. As a result, actual productive time would be lost because of distraction (Patel & Jasani, 2010). Using distraction-conflict theory, the study argues that checking a social media platform such as Facebook, Twitter, Skype or YouTube during working hours could result in employees processing multiple inputs (Can & Kaya, 2016; Young, 2017). The theory provides insight into evaluating social media as an instrument that distracts employees from their primary tasks. When employees are exposed to interruption or distractions, these may affect mental attention and impair task processing.

Relationship between social media usage and employee productivity

Various studies have attempted to determine the relationship between social media usage in the workplace and employee productivity. Social media has been credited for helping employees to become more productive and allow them to stay current with market trends as well as other issues important to consumers. As postulated by Salanova, Llorens and Ventura (2014), the use of social media sites may actually increase employee productivity as they become connected to other skilled people through social media sites as well as improved communication channels and sharing of skills. In addition, using analytical tools, companies have been able to transform social networking sites like Facebook or Twitter into mines of market research information where businesses recognise trends as information about how customers interact with their employees (Wilson, 2009). Duff, Brittany and Sela (2015) also noted that social media platforms such as Facebook, Twitter and Skype can allow employees to instantly see creative work of their colleagues and can help users to brainstorm new ideas. Furthermore, Wang, Yang and Chen (2016) expound that the usage of Facebook has been credited with helping employees to be 9% more productive in the workplace. In the same vein, Tarafdar, Pullins and Ragu-Nathan (2015) established that the intensity of Facebook use by employees in an organisation was related to life satisfaction and social trust. Maier, Laumer, Weinert and Weitzel (2015) also opine that Facebook usage by employees can be the strength for organisations when used to expand networks and increase access.

Companies such as IBM have used social networking sites to enhance innovative behaviour by establishing its own internal social network called Beehive, which allows activities such as photo-sharing and discussion groups among employees (Aguenza et al., 2012; Maier et al., 2015). In fact, Abdulahi, Samadi and Gharleghi (2014) argue that social networking sites, such as Facebook, Twitter, Skype and LinkedIn, encourage sociability and this is essential for growth and satisfaction in the workplace. A survey on 1731 participants recruited from Mechanical Turk concluded that there were positive associations between the distraction felt from social media such as Facebook as well as YouTube and employee productivity (Hysa, Mularczyk, & Zdonek, 2015).

However, there are other academics and practitioners who argue that social media usage in the workplace has a negative relationship with employee productivity. For instance, Hysa et al. (2015) argue that the average Internet user can spend, on average, 2 hours a day and 6 h per month on Facebook in the workplace. A study in the United Kingdom indicated that social media use in the workplace has been responsible for as much as £132 million per day of lost productivity and 233 million hours lost every month (Gravili, 2010; Jarrahi & Sawyer, 2012). The productivity loss and time wasted in the workplace happen because some of these social media sites are addictive. Organisations are also worried that social networking sites such as Facebook and Twitter are used by hackers to distribute malware using trusted accounts. Consequently, this breaches a company’s security if employees click on malicious site links (Cao, Vogel, Guo, Liu, & Gu, 2012).

The other challenge for organisations on social media usage in the workplace has been the difficulty of distinguishing whether the employees post personal views or views of the company they work for. Another negative consequence of using social networking sites in the workplace is the consumption of extra bandwidth that would end up affecting the efficiency of core business tasks. According to Shami, Nichols and Chen (2014), social networking sites, such as YouTube, are high-bandwidth sites that consume between 75% and 90% of bandwidth within most organisations. For instance, the use of Facebook at work results in a 3.5% decrease in productivity. The wasted productivity would add up to money lost through wages and decreased efficiency. In a sample of over a thousand business professionals, employees admitted to routinely checking their Facebook, LinkedIn and Twitter ‘inboxes’ throughout the workday (Munar et al., 2013). Such routine checking of social media sites at work has been found to have negative effects.

Another survey study of more than 168 000 in France by Ribière et al. (2010) found that 48% of employers believe that the use of social media in the workplace had a negative impact on employee productivity. Flynn (2011) and Kane (2017) also concluded that social networking platforms negatively affect employee’s performance by decreasing their abilities and close association with organisation. From the preceding literature discussion, it can be argued that the relationship between social media usage in the workplace and employee productivity offers inconsistent and inconclusive findings. Some of the studies reviewed argued that there is a positive relationship between social media usage in the workplace and employee productivity, whilst other studies established negative correlation. Thus, the study will seek to provide a conclusive answer on the effect of social media usage in the workplace on employee productivity.

Conceptual model

Based on the literature that has been reviewed, a conceptual model has been proposed that consists of the identified social media platforms discussed and employee productivity. These platforms include Facebook, WhatsApp, Twitter, Skype and LinkedIn. These social media platforms that widely appear in the literature are embedded within social media usage in the workplace and have been relatively essential in determining employee productivity. These social media platforms in this study are measured as multidimensional constructs whereby social media usage is the proxy for employee productivity. The diagram in Figure 1 illustrates the relationship between independent variables (social media applications) and the dependent variable (employee productivity).
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Methodology

Research design

The study adopted a descriptive research design because it helped the researchers to generalise and apply the findings beyond the situation in which the study was originally conducted. In addition, the use of descriptive research design assisted the researchers in generating testable hypotheses through deductivism. In line with suggestions by Bryman and Bell (2015), the use of descriptive research design helped the researchers in expanding more output for the study as it sought to determine how the use of social media in the workplace would cause changes in employee productivity. As such, the object of the study was to investigate the relationship between time spent on various media platforms as the independent variables and employee productivity as the dependent variable. More so, the use of descriptive research design also helped the researchers in minimising biases and any values that could contaminate the research process. As such, descriptive research design provided a self-corrective tool that checked credibility of primary data credibility and reduced the distortion because of researchers’ subjectivity.

In addition, a descriptive research design would be able to detect the fine differences between respondents selected from various government departments. Therefore, this would allow the researchers the opportunity to categorise social media usage at workplace using demographic variables. Above all, the use of a descriptive research design would explicate the study problem by collecting numerical data and analyse using statistical tools (Hair, 2015). As such, the use of a descriptive research design allowed the researchers to use consistent measurements that would stand the test of time and is free from biasness.

Population and sample size

The population of the study was broadly defined as employees and management derived from selected government departments in Harare. The study population was estimated at 1000 employees and management from five selected government departments in Harare. Thus, the choice of the population was driven by the need to extract informed and relevant information pertaining to the relationship between social media usage in the workplace and employee productivity in the public sector. From the study population of 1000 employees and management, it was critical to select a sample size that was representative of the whole target population. For the purposes of this study, the sample size was calculated using the following formula by Wiid and Diggines (2011):

[image: SAJHRM-17-1116-E1.jpg]

where

n = expected sample size

N = the population

e = 0.05, the level of precision.

From the above statistical formula, the sample size for the study at 5% level of significance was n = 1000/1+10 000 (0.052) = 278 respondents.

Sampling techniques

After ascertaining the sample size, the researchers sought to pick the participants using the appropriate sampling techniques. Accordingly, the study sample was divided into homogeneous groups that included five selected government departments in Harare. The allocation of each stratum was performed using proportional sampling and this was calculated using the following formula:
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where

ni= number of members in the sample from strata i for i = 1, 2….5

Ni = number of members in the population from strata i for i = 1, 2, ……5

N = number of members in the entire population

n = sample size.

Table 1 shows the proportional sampling derived from the selected government departments.
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Within the identified strata, simple random sampling technique was utilised. As the expectation of the study was to generalise the collected data to government departments in Harare, simple random sampling was appropriate. The advantage of simple random sampling was that it permitted the estimation of the sampling error which could be minimised and calculated (Zikmund, Babin, Carr, & Griffin, 2013).

Research instrument

Structured questionnaires were used for the collection of relevant primary data from employees and management. The use of the structured questionnaires helped in capturing the attitudinal data of respondents. Furthermore, survey questionnaires were simple to administer and helped in maintaining objectivity of the study whilst ensuring that the answers directly addressed issues at stake (Easterby-Smith, Thorpe, & Jackson, 2012). Moreover, the questionnaires enabled the busy employees and management to complete them at their own convenience thereby ensuring a higher response rate for the study.

Structured questions used to measure the effect of social media usage at workplace on employee productivity were adapted from Aguenza et al. (2012), Naheed (2014) and Tilahun and Yeshambel (2016). A five-point Likert scale was used to measure the relationship between social media variables and employee productivity. The Likert scale gave the respondents the opportunity to indicate the degree of agreement or disagreement to a series of provided statements. The five-point Likert scale gives the respondents more options to choose with point 1 indicating strong disagreement, 2 indicating disagreement, 3 showing neither agreement nor disagreement, 4 indicating agreement and 5 indicating strong agreement (Malhotra, 2010; Scandura & Williams, 2013). The benefit of the Likert scale type questions was that it made the questionnaire easy to construct and was relatively easy for respondents to understand how to use the scale.

Research procedure and ethical considerations

The questionnaires were administered through the use of drop and pick method. This involved leaving the questionnaires with the respondents and then picking them at a later date when completed. The main advantage of the drop and pick method was that it resulted in significantly higher response rates (Hair, Black, Babin, & Anderson, 2010). The drop and pick method gave respondents enough time to answer the questionnaire because the researchers would come later to pick them. Furtherance, the pick and drop method allowed the researchers to collect data from a large representative sample at relatively low cost per datum. To enable the participants to fully understand the context of the survey, an introductory brief was attached to the first page of the questionnaire. The cover letter stated that participation was completely voluntary, with assurance of strict confidentiality. During the dropping of the questionnaires, the researchers established rapport with the respondents to encourage them to respond to the data collection instruments accurately. The distribution of questionnaires began from 23 June 2018 to 23 July 2018.

Data analysis

The collected data were collated, coded and entered Statistical Package for Social Sciences (SPSS) version 25. The statistical programme was used to analyse the demographic characteristic of the respondents and to obtain the result by frequencies and percentage. As the study was quantitative in nature, the findings were presented in simple descriptive statistics involving some tables and bar charts. Pearson correlation techniques measured the relationship between the variables of social media and employee productivity. Regression analysis was also employed for drawing results.

Ethical considerations

The ethical considerations conserved in the study included anonymity of respondents, confidentiality of primary data as well as seeking permission to conduct research from relevant authorities such as management of the respective authorities.

The researchers had ethical obligations to respect the rights, needs, values and desires of the respondents. Accordingly, primary data collected from the respondents were treated with utmost confidentiality without any disclosure of their personal identity. The researcher promised confidentiality and did not ask for the names of the respondents. In line with recommendations by Sekaran and Bougie (2013), all the study respondents were assured that the primary data obtained from the study would be kept confidential, and hence, they could feel confident to express their opinion without fear and concern. The researchers also ensured that anonymity of the participants was maintained through the removal of any identifying characteristics before the dissemination of information. It was also assured that all collected data would be analysed and reported only in aggregate form. The questionnaire data were kept confidentially and respondents were assured of their right to withdraw at any time. The names of the respondents were not recorded and so all the data were rendered anonymous.

Results

From a total of 278 randomly distributed questionnaires to the five selected government departments in the central business district of Harare, the study managed to realise 210 questionnaires. This represented a response rate of 75.5% and was high enough to make reliable analysis and conclusions in relation to the effect of social media usage at workplace on employee productivity in the public sector. The response rate agrees with suggestions by Mugenda and Mugenda (2012) who argue that a response rate above 60% is adequate enough to make meaningful primary data analysis.

A reliability test was performed on the study’s constructs (Facebook, WhatsApp, Twitter, Skype and LinkedIn) using the Cronbach’s alpha test. According to Salkind (2012), Cronbach alpha measures whether the collected data will be good enough to be endured even more using advanced statistical procedures. Babbie and Mouton (2012) suggest that Cronbach alpha values should be at least 0.7 to be acceptable. Table 2 shows the Cronbach’s alpha values.
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From Table 2, it can be seen that the Cronbach alpha’s values for the study variables such as Facebook (0.8), WhatsApp (0.82), Twitter (0.79), Skype (0.75), LinkedIn (0.86) and employee productivity (0.81) were more than acceptable. Thus, items in the study satisfactorily measured variables for the study.

The researchers sought to determine the biographic data of the sample used for collecting primary data. In particular, background information relating to age, gender, monthly income, marital status and educational qualifications were analysed. All these are shown in Table 3.
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From Table 3, majority of the respondents were men (54%) and the average age category for the respondents was 31–40 years (43%). This is an economically active and young group consisting of mainly millennials and Generation K. More, so these are also frequent users of social media in both public and private organisations (Razmerita et al., 2015). In addition, majority of the respondents (85%) had been with their respective government department for a period of at least 6 years. In terms of educational qualifications, most of the respondents (77%) had at least a university degree. As such, the respondents were educated enough to understand issues pertaining to the effect of social media usage at workplace on employee productivity in the public sector. This provided credibility that the findings from the survey were collected from respondents who understood and could interpret the questionnaire on their own.

Pearson correlation analysis was used to determine the level of relationship between the study’s independent variables of social media applications (WhatsApp, Facebook, Skype, LinkedIn and Twitter) and dependent variable of employee productivity. As these variables were largely continuous, Pearson correlation was believed to be the most appropriate analysing technique in describing the direction and strength of the linear relationship (Shami et al., 2014). This was also in line with Creswell (2013) who argued that Pearson correlation matrix can be used to measure relationships between independent and dependent variables in a study. Table 4 shows the relationship among independent variables of social media use and the dependent variable of employee productivity.
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Based on the correlation matrix shown in Table 4, Facebook has a negative and significant correlation with employee productivity (r = -0.317, p < 0.05) at 0.05 level of significance. This invariably implies that any increase in the use of Facebook by government employees during working hours will result in simultaneous decrease productivity in terms of work distraction, learning and knowledge sharing and morale improvement. Thus, the hypothesis that time spent on Facebook has a negative relationship with employee productivity is accepted based on the sampled data.

The Pearson correlation also showed that time spent on WhatsApp has a negative and significant relationship with employee productivity (r = -0.225, p < 0.05). These findings imply if the government employees increase use of WhatsApp during working hours, this will ultimately result in decreased employee productivity. Thus, we accept the hypothesis that time spent on WhatsApp has a negative relationship with employee productivity based on the sampled data. In addition, the study revealed that time spent on Twitter at work showed a negative and significant correlation with employee productivity (r = -0.273, p < 0.05). The result invariably implies that any increase in time spent on Twitter by employees during working hours would result in negative productivity. Thus, we accept the hypothesis that time spent on Twitter negatively affects productivity of employees at workplace on the basis of the sample data.

The study also revealed a negative and significant negative relationship between time spent on Skype during working hours and employee productivity (r = -0.408, p < 0.05). Thus, the result implies that using Skype during working hours will negatively affect employee productivity in the government departments. As such, we accept the hypothesis that time spent on Skype positively has a negative relationship with employee productivity on the basis of the sampled data. Furthermore, the survey findings disclosed a positive and significant relationship between LinkedIn and employee productivity (r = 0.502, p < 0.05). This implies that use of LinkedIn at work positively influences employee productivity in the government departments. Thus, we reject the hypothesis that time spent on LinkedIn has a negative relationship with employee productivity on the basis of sampled data.

Regression analysis was used to identify the predictors of employee productivity as conceptualised in the research model. As such, regression analysis sought to identify how much each independent variable affected on the dependent variable. The findings are shown in Table 5.
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From the above findings, the regression coefficient of all types of social media (WhatsApp, Facebook, Skype, LinkedIn and Twitter) was estimated at r = 0.452. The adjusted R2 coefficient of determination which shows the variation between in the dependent variable because of changes in the independent variable was R2 = 0.280. This shows that about 28% of employee productivity in the government departments can be explained by the five types of social media such as WhatsApp, Facebook, Skype, LinkedIn and Twitter. This shows that the whole model was significant. In other words, this means that there is an overall effect for social media use at workplace on employee productivity.

One-way analysis of variance (ANOVA) was used to analyse the significance of the various models in the study. The findings are shown in Table 6.
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Table 6 shows that the model is statistically significant (sig. = 0.000), in which the F-value is equal to 15.852. The model shows that the significance level is less than 0.05, a sign of approval that there exists a relationship between employee productivity and independent variables of the study. A regression model was also used to allow a simultaneous analysis of the impact of the five variables. The results from the findings are shown in Table 7.
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From the findings, it was established that the study showed a statistical significant relationship with p < 0.05. Moreover, the findings revealed that a unit increase in Facebook usage at workplace would result in employee productivity declining by a factor of 0.477 (47.7%). In addition, a unit increase in WhatsApp usage at workplace would lead to a decrease in employee productivity by factor of 0.416 (41.6%) and a unit increase in Skype usage at workplace would result in declining employee productivity by a factor of 0.086 (8.6%). The study also revealed that a unit increase in Twitter would lead to decrease in employee productivity by a factor of 0.038 (3.8%). However, it was revealed that a unit increase in LinkedIn usage at workplace would lead to an increase in employee productivity by factor of 0.216 (21.6%). From the findings, Facebook (p = 0.000), WhatsApp (p = 0.004), Skype (p = 0.000), Twitter (p = 0.001) and LinkedIn (p = 0.005) were all significant in predicting employee productivity in government departments because the p values were less than 0.05. Thus, the findings vividly show the magnitude of the correlation between social media usage at workplace and employee productivity in the public sector.

Discussion

The correlation results showed that time spent on social media applications such as WhatsApp, Twitter, Skype and Facebook had a negative relationship with employee productivity. The findings suggested that employees may be spending most their time on these social media platforms engaging in non-work-related activities. The regression model showed that the model was significant and that about 28% of employee productivity in the government departments could be explained by the five types of social media such as WhatsApp, Facebook, Skype, LinkedIn and Twitter. Furthermore, the ANOVA analysis showed that the model was statistically significant (sig. = 0.000), a sign of approval that there existed a relationship between employee productivity and independent variables of the study. More interesting, the findings revealed that a unit increase in usage of WhatsApp, Twitter, Skype and Facebook during working hours would result in employee productivity declining. These social media platforms have been widely linked with making individuals more self-centred and decrease in a person’s attention span in the workplace (Cai et al., 2018; Harandi & Abdolvand, 2018). In relation to the findings, De Wet, Koekemoer and Nel (2016) argued that using social media sites during working hours may actually decrease employee productivity. The findings also agree with a study in the United Kingdom by Jarrahi and Sawyer (2012) which indicated that social media use in the workplace had been responsible for as much as £132 million per day of lost productivity and 233 million hours lost every month. From the findings, Facebook (p = 0.000), WhatsApp (p = 0.004), Skype (p = 0.000), Twitter (p = 0.001) and LinkedIn (p = 0.005) were all significant in predicting employee productivity in government departments because the p values were less than 0.05. Thus, the findings vividly showed the magnitude of the correlation between social media usage at workplace and employee productivity in the public sector and was able to test all the research hypotheses.

The correlation results also revealed that time spent on LinkedIn had a positive relationship with employee productivity. It was also revealed that a unit increase in LinkedIn usage at workplace would lead to an increase in employee productivity. This may be because of the fact that the platform is for mainly professionals from different disciplines sharing information and knowledge. Through LinkedIn, employees have the opportunity to build relationships with mutual connections and colleagues in the same field. These findings concur with Tarafdar et al. (2015) who noted that the usage of LinkedIn has been credited with helping employees to be 9% more productive in the workplace. In addition, the findings from the study agree with Maier et al. (2015) who opine that LinkedIn usage by employees can be strengthened for organisations when used to expand networks and increase access.

Practical implications

The findings from the study have several practical and theoretical implications. Basically, it was indicated from the study that engaging in the use of social networking sites such as WhatsApp, Twitter, Skype and Facebook in the workplace shares a negative relationship with employee productivity. From a practical point of view, the study conveyed a number of implications to government departments and human resource departments, in particular. It can be reasonably concluded that professionals in charge of human resource departments in both private and public sectors would benefit from understanding the nature of relationships between time spent on social media platforms and employee productivity elicited by the study.

Understanding relationships between the social media usage and employee productivity can help reveal the underlying rationale for organisations to either permit or disallow the use of social media in the workplace. As suggested by the findings, the social interaction of employees with friends, colleagues and family members through social networking sites during working hours does not enhance their productivity. At the same time, it was revealed that LinkedIn can help employees to be more productive. This suggests that organisations should help their employees to interact with co-workers and colleagues whilst in the workplace in order to obtain better work-related outcomes. This is consistent with the work of Tajvidi and Karami (2017) who found that social and cognitive use of social media can have positive impact on employees’ routine and innovative performance at work.

Limitations and recommendations

It should be noted that the growth of social media will continue and human resource practitioners in the government departments need to accept the reality. Thus, use of social media at workplace cannot be stopped in the present day but can only be managed to yield positive employee productivity. Based on the findings, there is the need for the government to put in regulations to ensure that time spent on social media during working hours is beneficial. In particular, the government departments can encourage employees to use social media to increase involvement, promote free flow of ideas, aid creativity and innovation. Given that social media will continue to remain popular, it is of profound importance to design and support interventions that would meet employee expectations to help them give off their best. As social media cannot be completely eradicated during working hours, the human resources departments should monitor deadlines and job deliverables with the need to ensure that jobs are performed efficiently. The human resources departments should focus on employee’s behaviour towards using social media. In particular, it is important to design training programmes that will help employees to adjust habits of using social media at work.

The study on the effect of social media usage at workplace on employee productivity in the public sector was based on selected government departments in Harare. As such, the findings do not necessarily reflect the outlook of all government departments in the country. Since that restricted generalizability of the results, future work should explore more government departments and cover each of the provinces of the country. Future researches should also look at the impact of other social media network sites on employee productivity which were not discussed in the study.

Conclusion

Findings from the study validated the view that use of social media by employees during working hours can be counterproductive. The study concluded that time spent and frequency of visit to social media during working hours can have negative effect on employee productivity. The study also concluded that social media resulted in significant drop in employees’ productivity at workplace because of time spent online keeping in touch with friends, sharing pictures and communicating with colleagues. Specifically, it was concluded that using Facebook, Twitter, WhatsApp and Skype during working hours can have a negative influence on employee productivity. However, only LinkedIn showed a significant positive relationship with employee productivity. These findings indicate that if not well managed, social media participation may lead to a loss of productivity. The study concluded that employees can participate in social media in the workplace for various reasons including work-related and non-work-related reasons. Employee productivity can be enhanced if there are proper and effective ways of managing social media participation.
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TABLE 6: Analysis of variance analysis (one-way analysis of variance).1T

Model 1 Sum of squares  df Mean square F sig.
Regression 14.509 5 2.902 18422 0.000%
Residual 5.491 30 0.183 - -
Total 20.000 35 - - -

Sig., significance; df, degree of freedom.
, Dependent variable: Employee productivity.
1, Predictors: (Constant), WhatsApp, Facebook, Skype,

inkedIn, Twitter.
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TABLE 5: Regression analysis — model summary.
Model R Rsquare Adjusted R square  Std. error of the estimate

1 0.4521 0.325 0.280 0.42784

Std. standard.

Predictors: (Constant), WhatsApp, Facebook, Skype, LinkedIn, Twitter.
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TABLE 7: Regression model results — coefficient:

Model 1 Unstandardised Standardised f Sig.
coefficients coefficients
B Std. error Beta
(Constant) 6.114 0.838 = 7.292 0.000
Facebook -0.477 0.121 -1.018 -7.251 0.000
WhatsApp -0.416 0.225 -0.395 -1.851 0.004
Skype -0.086 0.186 -0.057 -2.460 0.000
Twitter -0.038 0.132 0.060 -1.285 0.001
Linkedin 0.216 0.098 0.301 2.204 0.005

Std., standard; Sig. significance.
Dependent Variable: Employee productivity.
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TABLE 2: Reliability test.

Variable Number of items Cronbach’s alpha
Facebook 7 0.80
Whatsapp 7 0.82
Twitter 7 0.79
Skype 7 0.75
LinkedlIn 7 0.86
Employee productivity 7 0.81
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TABLE 1: Proportional sampling.

sample Stratified sampling
(i = n*ni/n)
Government department A 56
Government department B 54
Government department C 56
Government department D 60
Government department E 52

Total 278
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TABLE 4: Correlation analysis.
Variable 1 2 3 4 5 6

Facebook 1.000 - - - - -
WhatsApp ~ -0.296* 1.000 - - - -
Twitter -0.114* -0.090* 1000 - - -
Skype -0.203%* 0322%  -0.279% 1000 - -
Linkedin 0.181%*F  -0397%*  -0.417%* - 1.000 -
Productivity _-0.317* -0.225%  -0.273*  -0.408* _ 0.502* _ 1.000

*, Correlation is significant at the 0.01 level (2 tailed); **correlation is significant at the 0.01
level (2 tailed).
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TABLE 3: Demographic characteristics of the respondents.

Demographic variable

Category

Valid per cent

Age of respondents

Gender of respondents

Level of education

Working experience

Below 20 years

20 years to 30 years
31 years to 40 years
41 years to 50 years
Above 50 years
Males

Females

Diploma
Undergraduate degree
Master’s degree
Doctorate degree

1 year to 5 years

6 years to 10 years
11 years to 15 years
Above 15 years

12
24
39
17
8
54
46
23
56
21
20
40
31
9
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FIGURE 1: Conceptual model.
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