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Abstract 
 
The widespread popularity of the internet has made Social Media Engagement (SME) of employees while at 
work an increasingly common phenomenon in any organizational setting. This study examined the relationship 
between SME and Employees' Work Productivity (EWP) within a government banking institution in Panay 
Island, Philippines. Employing a quantitative, non-experimental cross-sectional survey design, data were 
gathered from 79 employees through a structured questionnaire and analyzed using descriptive statistics and 
multiple linear regression. Findings revealed that employees in their early to mid-career, mostly rank-and-file 
staff, are engaged with social media at a moderate level, primarily for stress relief and brief mental breaks, with 
Meta platforms being the most frequently used during working hours. Despite this engagement, employees 
consistently demonstrated high EWP across efficiency, output quality, and timeliness of task completion. 
Regression analysis further indicated that both the frequency and purpose of SME were significantly and 
positively associated with all dimensions of EWP. Moreover, employees strongly disagreed that SME caused 
distraction, delays, or reduced focus at work. Based on these findings, proposed strategies were formulated to 
improve the EWP through effective regulation of SME in the workplace. Theoretically, the study extends Job 
Demands–Resources Theory by showing that controlled and purposeful SME can serve as a job resource that 
enhances EWP in a government bank setting. In practical terms, the findings offer valuable insights for 
policymakers and institutional leaders in developing balanced workplace social media guidelines that foster 
employee well-being while maintaining high performance standards.  
 
Keywords: Government Bank, Job Demands–Resources Theory, Social Media Engagement, Social Media Platform, 
Work Productivity 

 

INTRODUCTION 

Employee productivity is crucial in government banking institutions, making it important to 

understand how Social Media Engagement (SME) affects performance. Research examining the 

importance of these factors is highly significant in the banking sector, where contextual job 

resources and evolving job demands shape productivity and employee vitality (Kumari et al., 

2023). The rise of social media and internet use has altered daily life (Reyes et al., 2018), and 

increasing workplace engagement with social media is impacting employee performance and 

productivity (Priyadarshini et al., 2020). 

Employee productivity and responsible digital engagement in government banks are critical 

to ensuring service quality, transaction accuracy, compliance, and timely client service, all of which 

directly sustain public trust in institutions managing public funds. Unmonitored or inappropriate 

social media activity poses significant risks, including reputational damage, legal penalties, and 

breaches of confidentiality, making structured engagement essential for institutional 

accountability and reliability. 
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The use of social media in the workplace can either reduce Employees’ Work Productivity 

(EWP) through time wastage or enhance performance (Hussien et al., 2024). While its widespread 

use has raised concerns regarding work efficiency and productivity (Prescott, 2025), social media 

increasingly supports employee communication and information exchange (Jafar et al., 2019). As 

both work-related and social media use have been shown to affect employee performance 

positively (Dantas et al., 2022), understanding the relationship between SME and EWP is essential. 

International studies highlight the growing relevance of SME in technology‑driven banking 

environments. In the Indian banking sector, EWP has become a key research focus amid rising 

technology adoption (Kumari et al., 2023). In the Middle East and North Africa, social media usage 

contributes significantly to bank performance, including profitability, growth, market value, 

customer satisfaction, and employee performance (Mahboub, 2018). A similar study in Nepal 

suggested that it is important for companies to not only use social media to connect with customers 

but also to train their employees to be flexible in the face of these changes (Khadka & Khadka, 

2024).  

Further evidence from a study of Sri Lanka’s finance and banking sector confirmed that 

organizational productivity and profitability are linked to employee performance (Kishokumar & 

Thiyagarajan, 2015).  Subsequently, a study by an Indonesian-based company emphasized that 

Asian banks are seeking higher productivity from their staff in an increasingly digital world (Annisa 

et al., 2024). The financial industry, including the banking sector, is undergoing rapid 

transformation, and productivity challenges are increasingly employee-driven (Jackson & Allen, 

2024).  

In this context, SME is relevant as it influences employee behavior, communication, 

knowledge sharing, focus, and work–life boundaries. Despite the growing international literature 

on the relationship between SMEs and EWPs, limited attention has been paid to government banks 

in the Philippines, where regulatory structures, workflow processes, and technology adoption may 

differ. This study addresses this gap by examining how the frequency and purpose of SME relate to 

EWP in the Philippine government banking context, building on international evidence while 

contextualizing the findings to local institutional realities. 

Building on this broader gap, it is important to note that, to the researchers’ knowledge, there 

is no existing study on the relationship between SMEs and the workplace setting of a government 

bank in the Philippines, particularly on Panay Island. Although previous studies on social media 

usage have been conducted in Philippine industries like education (Dimacangun & Guillena, 2023), 

freelancing (Soriano & Cabañes, 2020), retail merchandising (Sumague & Briones, 2022), business 

process outsourcing (Caubang et al., 2025), and health services (Marzo et al., 2024), these 

industries differ substantially in structure, regulatory environment, and accountability 

mechanisms from government banks, thus this study aimed to fill the gap by exploring the 

relationship of SME to the EWP of employees working in a government bank. 

This study focuses on a government bank in Panay Island, Philippines, where employees 

actively engage with social media during working hours. As a public financial institution, the bank 

plays a vital role in delivering essential financial services to the communities and promoting 

development within the island of Panay. The study is highly meaningful because government banks 

serve as a primary catalyst for rural development and provide essential financial services that 

advance financial inclusion.  

Panay Island offers unique insights into how bank employees manage their SMEs alongside 

productivity in a region heavily reliant on agriculture, fisheries, and tourism, sectors that are less 

visible in urbanized areas of the Philippines. Like many banking institutions, it must balance the 

formulation of standards and policies that ensure organizational objectives are met while 

maintaining a work environment that supports employee productivity and job satisfaction. The 
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study is important for these institutions to fully understand why bank employees, despite heavy 

workloads, continue to use social media during working hours.  

The focus is timely in the digital age, as banks increasingly use social media to promote 

services, enhance customer satisfaction, and support employee performance through meaningful 

engagement. Given the multi-dimensional nature of employee productivity, encompassing 

efficiency, quality of work output, and timeliness (Avrianto & Gumilar, 2022), further examination 

is necessary within the Job Demands–Resources (JD–R) framework, as SME may function as a job 

resource when it supports communication, information access, and psychological recovery. 

However, it also becomes a job demand when excessive use creates distractions, workflow 

interruptions, and risks to service quality, compliance, and turnaround time that directly affect 

public trust in government banks (Bakker & Demerouti, 2017). 

Therefore, this study examined the relationship between SME and EWP in a Philippine 

government banking institution, guided by the following objectives: (1) To describe the 

demographic profile of employees, including age, gender, department, work role, educational 

attainment, and social media preference; (2) To determine the frequency and purpose of SME of 

employees during working hours; (3) To identify the relationship of SME on EWP in terms of 

efficiency, quality of work output and timeliness in completing tasks; (4) To identify the challenges 

arising from SME that may affect EWP; and (5) To propose strategies to improve EWP through 

effective regulation of SME.  

 In line with these objectives, the study addressed the following research questions: (1) What 

are the demographic characteristics of employees in this government bank? (2) What is the 

frequency and purpose of employees’ SME during working hours? (3) How is SME associated with 

employee work productivity in terms of efficiency, quality, and timeliness? (4) What challenges 

arise from employees’ SME that affect EWP? (5) What proposed strategies can be developed to 

improve EWP through responsible SME regulation?  

Theoretically, this research contributes to the literature by extending the JD–R framework 

to the context of government banking, a sector where confidentiality, accuracy, and timeliness are 

critical, showing how SME may function as either a job resource or a job demand in the workplace. 

Managerially, the study offers practical insights for institutional leaders and policymakers by 

highlighting how patterns of social media use influence employee performance, informing 

strategies to balance personal and work-related engagement, improve operational efficiency, and 

establish guidelines for responsible social media use in the workplace.  

 

LITERATURE REVIEW 

Aligned with the study’s objectives, the researchers conducted a thorough review of the 

related literature from reliable sources to deepen their understanding of the study variables. This 

section discusses the impact of SME on EWP. 

 

Job Demands–Resources (JD-R) Theory 

The JD-R Theory serves as the primary theoretical benchmark for this study, as it explains 

how various aspects of the work environment influence employee motivation, well-being, and 

productivity. The theory posits that every job consists of two core components: job demands and 

job resources. Job demands are aspects of work that require sustained physical, emotional, or 

cognitive effort and can lead to stress or exhaustion when excessive.  

In contrast, job resources are factors such as social support, effective communication, 

autonomy, and access to tools that help employees meet job demands, achieve work goals, and 

remain engaged (Bakker & Demerouti, 2017; Lesener et al., 2019). Contemporary research 

consistently shows that job resources play a critical role in fostering work engagement, which in 
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turn leads to improved performance and productivity. In contrast, excessive demands without 

adequate resources can reduce employee effectiveness (Bakker et al., 2023). Thus, the theory 

underscores the crucial role of resources in sustaining productivity and engagement. 

Within this framework, SME can function as a job resource when it supports work-related 

communication and collaboration. Platforms that allow employees to quickly share information, 

coordinate tasks, and exchange knowledge can improve workflow efficiency. Social media may also 

provide social support among colleagues, enabling employees to seek advice, encouragement, or 

feedback from coworkers.  

In addition, short and controlled interactions with social media may serve as micro-breaks 

that help employees recover mental energy and maintain focus during demanding tasks. When used 

in these ways, SME can strengthen work engagement, a positive work-related state characterized 

by vigor, dedication, and absorption in one’s job. Therefore, when SME enhances communication, 

support, and recovery, it operates as a job resource that can improve employee productivity. 

However, SME may also function as a job demand when it disrupts the work process. 

Frequent notifications, messages, or non-work-related content can cause constant interruptions, 

forcing employees to repeatedly shift attention between tasks. This task switching may reduce 

concentration and efficiency while increasing cognitive load. In addition, excessive exposure to 

information on social media may lead to information overload, making it more difficult for 

employees to process relevant work content.  

Social media can also blur the boundaries between work and personal life, contributing to 

boundary strain and mental fatigue. When these negative conditions occur, SME may generate 

technostress or work fatigue, which can reduce employee engagement and productivity. Thus, 

when SME leads to interruptions, overload, and boundary strain, it functions as a job demand that 

may hinder performance. 

In the context of the present study, JD-R Theory provides a useful framework for 

understanding how SME affects EWP. According to JD-R Theory, productivity is highest when job 

resources outweigh job demands, indicating that the effect of SME largely depends on how it is 

managed and integrated into work processes (Demerouti, 2025). Thus, JD-R Theory explains why 

SME can either enhance or hinder EWP depending on whether it functions as a resource or a 

demand in the workplace. 

 

Social Media Engagement (SME) 

SME refers to interactions and participation with content on social media platforms. Its use 

has expanded into professional settings, where employees increasingly integrate social media into 

their workdays. In this study, SME is examined along two dimensions: the frequency and purpose 

of engagement. 

Existing literature shows that SME frequency varies across platforms, with Facebook, 

Instagram, and WhatsApp reporting higher usage than Twitter, which is accessed less frequently 

(Barrera-Verdugo & Villarroel-Villarroel, 2022; Van den Eijnden et al., 2016). In workplace 

contexts, employees commonly access social media at moderate levels, with 67% spending less 

than one hour, indicating controlled rather than excessive use (Adzovie et al., 2017). 

The purpose of SME further explains usage patterns in professional environments, as 

employees engage in social media for both personal interaction and work-related activities such as 

networking, collaboration, and accessing job-related information, underscoring its functional role 

at work (Van Zoonen et al., 2016). Together, these findings suggest that SME in the workplace varies 

in both frequency and purpose. In structured institutions such as government banks, where 

efficiency, accuracy, confidentiality, and timeliness are essential, these dimensions of SME become 

critical.  
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Employees’ Work Productivity (EWP)  

EWP is typically measured by efficiency, output quality, and timeliness. These three 

dimensions capture the full picture of how well an employee contributes to organizational goals. 

Each one addresses a different but complementary aspect of performance.  In terms of efficiency, 

this dimension explains how effectively an employee uses resources (time, effort, tools) to complete 

tasks. In this context, coordinating with colleagues, sharing knowledge, or accessing information 

can improve efficiency by reducing communication delays and streamlining workflows (Çelebi & 

Terkan, 2020; Kasim et al., 2022).  

According to Cornel et al. (2025), timely access to resources and peer support through social 

platforms enables employees to complete tasks more quickly and avoid repeated inquiries or 

miscommunication. On the other hand, employees’ output quality supports collaboration and 

knowledge exchange. Work-oriented engagement helps employees validate information, seek 

expert advice, and collaborate on problem-solving, improving task accuracy and completeness 

(Caubang et al., 2025; Celestino et al., 2025; Faller et al., 2025). It also supports knowledge transfer 

and social capital, enhancing employees’ ability to deliver high-quality results through greater 

engagement and collaboration (Kasim et al., 2022; Medan & Yusuf, 2024).  

Timeliness, another key aspect of productivity, helps employees track progress, respond 

promptly, and meet deadlines (Çelebi & Terkan, 2020). In banking institutions, EWP, measured by 

efficiency, quality, and timeliness, is directly tied to customer satisfaction, operational cost control, 

and regulatory compliance. These three dimensions ensure that banks remain competitive while 

delivering reliable financial services. 

 

Impact of SME on EWP 

The relationship between SME and EWP can be positive and negative, depending on how the 

platforms are used. Social media can enhance productivity by facilitating communication, 

knowledge sharing, and collaboration, enabling faster decision-making and problem-solving 

(Mohamed et al., 2019; Van Zoonen et al., 2016; Adzovie et al., 2017), demonstrating a positive 

relationship between SME and EWP. These functions enable employees to exchange information 

quickly and coordinate tasks more efficiently, potentially improving workflow and task completion. 

Thus, when used for work-related purposes, SME can support productivity through improved 

communication and collaboration.  

Conversely, excessive SME during working hours has been linked to decreased efficiency and 

lower-quality work. According to Tirtana et al. (2024) and Zhao et al. (2021), unregulated personal 

use can delay tasks, disrupt workflows, and reduce team performance. Similarly, Angeloska-

Dichovska et al. (2022) revealed that engagement with platforms such as Facebook, Instagram, and 

WhatsApp can distract employees from responsibilities, leading to delayed task completion and 

increased error rates. Therefore, the negative effects of SME often emerge when engagement 

becomes excessive or unrelated to work tasks.  This dual effect highlights that the impact of SME on 

EWP is largely contingent upon the purpose, duration, and type of engagement.  

These contrasting results show that the effects of SME depend not just on frequency, but also 

on its purpose and the characteristics of the work environment. Therefore, the relationship 

between SME and EWP remains complex and context-dependent. Overall, SME’s impact depends 

on whether employees use it as a tool for efficiency and collaboration or as a source of distraction. 

Hence, SME can either support or hinder task completion depending on how it is used during work 

hours. 

Research suggests that there may not always be a significant link between SME and EWP. 

This is largely because the effects of social media depend on individual habits, job roles, and how 

organizations manage their use. Some employees might use social media at work without any 
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negative impact, while for others, it can be distracting in certain situations. Factors like workplace 

policies and team culture also play a role in shaping these outcomes. In some cases, studies have 

found no clear effect on efficiency, quality, or timeliness, even when social media is part of daily 

routines (Van Zoonen et al., 2016; Azaakandire & Abdul-Rahaman, 2025).  

Based on the reviewed literature, the relationship between SME and EWP appears to vary 

depending on how social media is used in the workplace. Studies suggest that work-related 

engagement may enhance productivity through improved communication, collaboration, and 

knowledge sharing, while excessive or non-work-related engagement may create distractions that 

hinder performance. While this study is anchored in JD-R Theory, which posits the important role 

of resources in sustaining productivity and engagement, the following alternative hypotheses were 

formulated: 

H₁: SME in terms of frequency is significantly related to EWP in terms of efficiency, quality of work 

output, and timeliness in completing tasks. 

H₂: SME in terms of purpose is significantly related to EWP in terms of efficiency, quality of work 

output, and timeliness in completing tasks. 

  

Challenges Arising from SME that Affect EWP 

Several studies highlight several significant challenges arising from SME that may adversely 

affect EWP. Social media distractions, particularly frequent checking of notifications and non-work-

related interactions, disrupt employees’ concentration and workflow, resulting in reduced 

efficiency and diminished quality of work output (Prescott, 2025; Brooks & Califf, 2017). 

Additionally, uncontrolled social media use at work increases task-switching frequency, which not 

only consumes time but also elevates cognitive costs, resulting in slower performance and higher 

error rates (Momoh et al., 2025).  

These disruptions are especially critical in government banking environments where 

sustained attention and accuracy are essential for service delivery and meeting deadlines. Thus, 

distraction and task switching represent key mechanisms through which SME may reduce 

employee productivity. 

Beyond distraction, SME presents broader challenges related to workplace stress and 

emotional well-being. Excessive SME during working hours can lead to emotional exhaustion and 

work–life conflict, especially when employees feel compelled to respond immediately or stay 

“connected” for work purposes (Cao & Yu, 2019). Moreover, while some social media use may 

enhance informal communication, it can also blur the boundaries between work and personal life, 

further complicating employees’ ability to focus on tasks and maintain efficient workflow.  

These studies demonstrate that without clear organizational policies and individual self-

regulation, SME can pose substantial challenges to EWP. Therefore, SME may contribute to 

productivity challenges when constant connectivity increases stress and disrupts work boundaries. 

Another major challenge highlighted in the literature is the emotional and psychological impact of 

SME on employees.  

Exposure to negative content, online conflicts, or social comparison can increase stress, 

anxiety, and emotional exhaustion, which affect productivity (Dhir et al., 2018; Moqbel & Kock, 

2018). Moreover, the lack of clear organizational policies on the appropriate use of SMEs can lead 

to misuse, data privacy concerns, and reduced employee accountability (Van Zoonen & Treem, 

2019).  Hence, both psychological strain and policy gaps may further amplify the negative effects of 

SME on productivity. 

Synthesizing these findings, while social media can enhance workplace communication and 

collaboration, unmanaged or excessive use may hinder productivity, particularly in highly 

regulated settings like this government bank, where focus, accuracy, and adherence to procedures 
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are critical. This highlights the need for clear organizational guidelines that promote balanced and 

purposeful SME in the workplace. 

 

RESEARCH METHOD 

This study employed a quantitative, non-experimental cross-sectional survey design, which 

collects data at a single point in time to examine relationships among variables without 

manipulating them (Wang & Cheng, 2020). This design was appropriate as it aimed to determine 

the relationship between SME and EWP in a government bank on Panay Island, Philippines. A 

sample size of 79 employees was determined using the Raosoft sample calculator, which is 

commonly used in social science research (Memon et al., 2020), ensuring a 95% confidence level 

and a 5% margin of error.  

Simple random sampling was used to ensure that each employee had an equal chance of 

being selected (Noor et al., 2022). All employees of the subject bank, regardless of tenure or 

experience, were randomly sampled, ensuring that all employees could participate in this study. It 

can be noted that the bank has employed all employees for at least one year and already has 

sufficient familiarity with workplace practices and exposure to social media use within the 

organizational context. 

 A structured questionnaire, adapted from prior studies (Angeloska-Dichovska et al., 2022; 

Cao et al., 2016; Dantas et al., 2022), was used as the primary research instrument and consisted of 

four sections covering respondents’ demographic profile, SME during working hours, EWP in terms 

of efficiency, quality, and timeliness, and productivity challenges arising from social media use. The 

questionnaire used a four-point Likert scale to measure responses in the second to the fourth 

sections, with the following options: 1 – Strongly Disagree, 2 – Disagree, 3 – Agree, and 4 – Strongly 

Agree.  

To establish content and face validity, the questionnaire was evaluated by three experts who 

are MBA and Doctorate graduates and currently serve as managers and supervisors, with relevant 

experience in employee performance evaluation, workplace productivity, and organizational 

management. They reviewed the questionnaires to ensure they adequately represented the study 

constructs, covered all relevant dimensions, and provided recommendations for improvement.  

The experts assessed the clarity, relevance, and representativeness of each item using a 

structured rating form. Their comments and suggestions were incorporated before the instrument 

was pilot-tested with 10 employees outside the study population. Cronbach’s alpha values ranged 

from 0.767 to 0.919 (Table 1), indicating acceptable to excellent reliability, as coefficients above 

0.70 are considered reliable (Taber, 2018). 

 

Table 1. Reliability Statistics 

Indicator No. of Items Cronbach’s Alpha 

SME during Working Hours   

Frequency 3 0.771 

Purpose 3 0.853 

Average  0.812 

Impact of SME on EWP   

Efficiency 3 0.767 

Quality of Work Output 5 0.890 

Timeliness in Completing Tasks 5 0.919 

Average  0.859 
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Challenges Affecting EWP due to SME 8 0.889 

 

Data collection was conducted using Google Forms and distributed online via email and 

Facebook Messenger to employees at a government bank on Panay Island. Data collection took 

place from January 19 to 23, 2026. Prior to completing the survey, respondents were informed of 

the study's purpose, and their consent was obtained to ensure ethical research practices. The 

questionnaire included a note addressing confidentiality concerns, assuring participants that their 

responses would remain anonymous and that the collected data would be used exclusively for 

research purposes. The collected data deemed sufficient for analysis were first tallied and 

tabulated. Descriptive statistics, including frequencies, percentages, and means, were used to 

summarize respondents’ demographic profiles and their levels of SME and EWP.  

For inferential statistical analysis, multiple linear regression was used to examine the 

predictive effects of the SME and EWP dimensions. This allowed the study to test the hypotheses 

regarding the relationship between SME in terms of frequency (H1) and purpose (H2), and EWP 

measured in terms of efficiency, quality of work output, and timeliness of completing tasks among 

employees of a government bank in Panay Island, Philippines. Prior to performing multiple linear 

regression, assumption checks were conducted, including linearity, normality of residuals, 

homoscedasticity, multicollinearity, and the absence of influential outliers, to ensure the validity of 

the regression results. Regression outputs were reported as β coefficients, t-statistics, and p-values. 

 

FINDINGS AND DISCUSSION 

This section presents, analyzes, and interprets the data obtained through the survey 

questionnaire to address the study's objectives.  

 

Demographic Profile of Respondents 

The demographic profile was presented in Table 2, showing the age group, gender, 

department, work role, educational attainment, and the platform that the respondents use. 

 

Table 2. Demographic Profile 

Indicator Frequency Percentage 

Age Group   

14–29 (Gen Z) 26 33 

30–45 (Millennials) 34 43 

46–61 (Gen X) 17 21 

62–80 (Baby Boomers) 2 3 

Total 79 100 

Gender   

Male 25 32 

Female 54 68 

Total 79 100 

Department   

Branch (Banking) 30 38 

Lending Center 31 39 

Accounting Center 18 23 

Total 79 100 

Work Role   
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Managerial 6 8 

Supervisory 16 20 

Rank and File 57 72 

Total 79 100 

Educational Attainment   

College Graduate 70 89 

Master’s Graduate 8 10 

Doctorate Graduate 1 1 

Total 79 100 

Social Media Platform   

Meta 79 100 

YouTube 47 60 

TikTok 32 41 

Twitter 16 20 

LinkedIn 17 22 

Snapchat 0 0 

Others 2 3 

Note: Respondents were allowed multiple responses on social media platforms used 

 

The results show that respondents are mainly young-to-middle-career employees, with 

females constituting the larger proportion of the workforce. Most are assigned to banking and 

lending operations, while accounting roles are less represented. In addition, the majority occupy 

rank-and-file positions, with fewer respondents occupying supervisory and managerial roles. This 

indicates that the findings largely reflect operational-level perspectives and day-to-day service 

delivery experiences rather than strategic management viewpoints.  

The respondents demonstrate a high level of educational attainment, with most holding 

college degrees and a smaller proportion possessing postgraduate qualifications. Educational 

background, generational composition, and frontline placement are known to influence 

adaptability, analytical thinking, and adherence to organizational policies—critical factors in 

service-oriented settings like banking, where employee competence directly impacts operational 

efficiency and customer outcomes (Kotler & Keller, 2016).  

Because the question allowed multiple responses, employees use more than one social media 

platform depending on their needs. The results show that Meta platforms are used by all employees, 

indicating that they are the most dominant social media tools for communication and interaction 

among the sampled respondents. This pattern may reflect broader tendencies in social media 

adoption, in which users gravitate toward platforms that are most familiar and accessible for both 

social and information‑seeking activities, with differences in functionality influencing platform 

choice (Xiao et al., 2025).  

YouTube and TikTok are also widely used, indicating engagement with video-based content 

for learning or entertainment. In contrast, Twitter and LinkedIn are less utilized, while Snapchat 

has no reported use, suggesting limited workplace relevance. Overall, these results indicate that 

SME among employees is primarily social and informational rather than strictly professional, 

consistent with the literature showing that workplace engagement tends to align with users' 

preferences for casual connectivity and content consumption. 
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SME During Working Hours  

Table 3 shows how often employees access social media and their reasons for doing so. These 

insights reveal whether usage coexists with work tasks or disrupts productivity. 

 

Table 3. SME During Working Hours 

Dimension Mean Descriptive Rating 

Frequency of SME 2.688 Agree 

Purpose of SME 2.836 Agree 

Mean of Means 2.762 Agree 

 

The results indicate moderate engagement during work time: employees appear to access 

social media regularly but not excessively, reflecting controlled, intermittent use rather than 

prolonged engagement. This indicates that social media is used alongside work tasks without 

significantly disrupting responsibilities, which aligns with findings that employees tend to engage 

in brief, habitual social media checks during work (Derks et al., 2015).  

Overall, SME during work hours is primarily for personal reasons, such as stress relief, casual 

interaction, and entertainment, rather than work-related activities. These uses function as short 

mental breaks and emotion-regulation strategies, consistent with studies showing that social media 

is mainly used for social connection, entertainment, and stress management through brief check-

ins enabled by platform accessibility and visibility (Chen & Peng, 2022; Aksoy & Allahverdi, 2025; 

Grobelny et al., 2024). 

 

Impact of SME on EWP 

To assess the impact of social media use on EWP, its dimensions were examined as shown in 

Table 4. 

Table 4. Impact of SME on EWP 

Dimension Mean Descriptive Rating 

Efficiency 3.434 Strongly Agree 

Quality of Work Output 3.372 Strongly Agree 

Timeliness in Completing Tasks 3.458 Strongly Agree 

Mean of Means 3.421 Strongly Agree 

 

The results indicate that employees remain highly productive despite engaging with social 

media during working hours. Strong agreement across efficiency, quality of work output, and 

timeliness of completing tasks indicates that employees can complete tasks effectively, maintain 

work standards, and meet deadlines even with occasional social media use. This suggests that SME 

does not significantly interfere with work performance when usage is controlled and intermittent. 

These findings are consistent with previous studies showing that limited social media use can 

coexist with high productivity, self-regulation, and task focus in the workplace (Grobelny et al., 

2024; Jong et al., 2021; Dantas et al., 2022; Aksoy & Allahverdi, 2025). 

 

Relationship of SME on EWP 

Before examining the relationship between SME and EWP using multiple linear regression, 

assumption checking for the use of inferential statistics was conducted. Linearity, normality of 

residuals, homoscedasticity, independence of errors, and absence of multicollinearity were 

assessed using standard diagnostic procedures. Results in Table 5 indicate that all assumptions 

were satisfactorily met for the models’ predicting efficiency, quality of work output, and timeliness. 
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Therefore, the regression results were deemed appropriate for interpretation (Field, 2024). 

 

Table 5. Assumptions Checks for Multiple Linear Regression 

Assumption 

Tested 

Method / 

Diagnostic Used 
Decision Rule Result 

Efficiency     

Linearity Scatterplots and 

partial residual 

plots 

No systematic pattern 

should be present 

Met 

Independence of 

errors 

Durbin–Watson test Value should fall between 

1.5 and 2.5 

Met 

Normality of 

residuals 

Quantile–Quantile 

(Q–Q) plots and the 

Shapiro–Wilk test 

Statistical significance 

should be greater than .05, 

indicating approximately 

normal distribution 

Met 

Homoscedasticity Plot of residuals 

versus fitted values 

Variance should remain 

constant 

Met 

Multicollinearity Variance Inflation 

Factor and 

Tolerance Statistics 

Variance Inflation Factor 

should be less than 5, and 

Tolerance should be greater 

than .20 

Met 

Outliers and 

influence 

Standardized 

Residuals and 

Cook’s Distance 

Standardized residuals 

should remain between -3 

and +3; Cook’s Distance 

should be less than 1 

Met 

Quality of Work Output     

Linearity Scatterplots and 

partial residual 

plots 

No systematic pattern 

should be present 

Met 

Independence of 

errors 

Durbin–Watson test Value should fall between 

1.5 and 2.5 

Met 

Normality of 

residuals 

Quantile–Quantile 

(Q–Q) plots and the 

Shapiro–Wilk test 

Statistical significance 

should be greater than .05, 

indicating approximately 

normal distribution 

Met 

Homoscedasticity Plot of residuals 

versus fitted values 

Variance should remain 

constant 

Met 

Multicollinearity Variance Inflation 

Factor and 

Tolerance Statistics 

Variance Inflation Factor 

should be less than 5, and 

Tolerance should be greater 

than .20 

Met 

Outliers and 

influence 

Standardized 

Residuals and 

Cook’s Distance 

Standardized residuals 

should remain between -3 

and +3; Cook’s Distance 

should be less than 1 

Met 
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Timeliness of Completing Tasks 

Linearity Scatterplots and 

partial residual 

plots 

No systematic pattern 

should be present 

Met 

Independence of 

errors 

Durbin–Watson test Value should fall between 

1.5 and 2.5 

Met 

Normality of 

residuals 

Quantile–Quantile 

(Q–Q) plots and the 

Shapiro–Wilk test 

Statistical significance 

should be greater than .05, 

indicating approximately 

normal distribution 

Met 

Homoscedasticity Plot of residuals 

versus fitted values 

Variance should remain 

constant 

Met 

Multicollinearity Variance Inflation 

Factor and 

Tolerance Statistics 

Variance Inflation Factor 

should be less than 5, and 

Tolerance should be greater 

than .20 

Met 

Outliers and 

influence 

Standardized 

Residuals and 

Cook’s Distance 

Standardized residuals 

should remain between -3 

and +3; Cook’s Distance 

should be less than 1 

Met 

 

To test the relationship between SME and EWP, the study formulated the following 

alternative hypotheses: H₁: SME in terms of frequency is significantly related to EWP in terms of 

efficiency, quality of work output, and timeliness in completing tasks; and H₂: SME in terms of 

purpose is significantly related to EWP in terms of efficiency, quality of work output, and timeliness 

in completing tasks. Table 6 presents the results of the multiple linear regression of the relationship 

between SME and EWP. 

 

Table 6. Relationship of SME on EWP 

SME EWP R² 

 

Adj. 

R² 

F (df1, 

df2) 

N β t p- 

value 

Interpre-  

tation 

Frequency Efficiency 0.353 0.336 20.730 

(2, 76) 

79 0.465 4.742 0.000 Significant 

Quality 0.353 0.336 20.730 

(2, 76) 

79 0.373 3.809 0.000 Significant 

Timeliness 0.206 0.185 9.852 

(2, 76) 

79 0.26 2.399 0.019 Significant 

Purpose Efficiency 0.353 0.336 20.730 

(2, 76) 

79 0.245 2.504 0.014 Significant 

Quality 0.353 0.336 20.730 

(2, 76) 

79 0.353 3.602 0.001 Significant 

Timeliness 0.206 0.185 9.852 

(2, 76) 

79 0.294 2.709 0.008 Significant 

Note. Coefficients reported are standardized (β). Multicollinearity was acceptable (Variance Inflation Factor = 1.128; 

Tolerance = .887), and residuals showed acceptable independence (Durbin–Watson values within the 1.5–2.5 range) 

 

Regression results confirm that both dimensions of SME significantly predict employees’ 
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efficiency, work quality, and timeliness in completing tasks. In all cases, the regression results show 

that both the frequency and the purpose of SMEs significantly predict efficiency, quality, and 

timeliness. Thus, both hypotheses (H1 and H2) were accepted. The results demonstrate that SME 

during working hours contributes to variations in EWP.  

This indicates that when employees use social media with a clear purpose and within 

reasonable limits, it supports work processes rather than disrupting them by enabling quick access 

to information, coordination, and brief mental recovery periods. This interpretation is consistent 

with prior research and with the JD–R Theory, which explains that purposeful social media use can 

function as a job resource by facilitating communication, knowledge sharing, and recovery while 

helping employees manage work demands and maintain performance (Bakker & Demerouti, 2017; 

Lesener et al., 2019; Bakker et al., 2023). 

Employees who are engaged more frequently and purposefully tend to sustain efficient task 

flow, meet deadlines, and maintain high-quality output. These findings align with recent evidence 

that work-oriented and appropriately bounded social media use can support performance through 

access to information, coordination, and brief recovery (Chen & Peng, 2022; Jong et al., 2021). At 

the same time, the results support the perspective that purpose-driven engagement is more 

beneficial than excessive use. Studies show that work-based social media can enhance engagement 

and task outcomes, whereas heavy or hedonic overuse may generate strain or conflict that 

undermines performance (Cao & Yu, 2019; Zhao et al., 2021; Albulescu et al., 2022). 

 

Challenges Arising from SME Affecting EWP 

Table 7 presents the challenges arising from SME affecting EWP.  

 

Table 7. Challenges Arising from SME Affecting EWP 

Challenges Statement (abbrev) Mean Descriptive Rating 

1. Social media distracts me from focusing on my work 

tasks 

1.646 Strongly Disagree 

2. Workflow interruptions due to social media notifications 1.646 Strongly Disagree 

3. Reduced productivity due to excessive social media use 1.607 Strongly Disagree 

4. Difficult to resist checking social media when I need to 

focus 

1.582 Strongly Disagree 

5. Delays in completing tasks due to social media 1.557 Strongly Disagree 

6. Feel less engaged with work tasks when using social 

media 

1.557 Strongly Disagree 

7. Lose track of time during work hours 1.443 Strongly Disagree 

8. Prioritize social media over work tasks 1.316 Strongly Disagree 

Mean of Means 1.544 Strongly Disagree 

 

Across all indicators, employees strongly disagreed that SME causes distraction, 

interruptions, delays, disengagement, or prioritization over work, indicating that its use is well 

managed and purpose-driven. This suggests that employees can regulate their SME effectively, 

maintaining focus and productivity while benefiting from brief, purposeful breaks. This aligns with 

evidence that work-oriented social media can support task efficiency, communication, and 

coordination (Chen & Peng, 2022; Jong et al., 2021; Zhao et al., 2021) and that brief, intentional 

micro-breaks aid recovery without reducing performance (Albulescu et al., 2022). 

 

 



Asian Journal of Social and Behavioral Research 

14 
 

Proposed Strategies to Improve EWP 

Table 8 outlines the proposed strategies to improve the EWP through effective regulation of 

SME. The expected outcomes of the proposed strategies are supported by existing literature, which 

indicates that bounded and purpose-driven social media use can facilitate brief cognitive recovery, 

communication, and task coordination without undermining productivity, particularly when 

guided by clear organizational policies and employee self-regulation (Jong et al., 2021; Zhao et al., 

2021; Chen & Peng, 2022; Albulescu et al., 2022). Consistent with JD-R Theory, job resources such 

as autonomy, communication support, and clear role expectations help employees manage job 

demands, sustain performance, and promote well-being (Bakker & Demerouti, 2017; Bakker et al., 

2023). 

 

Table 8. Proposed Strategies 

Indicator Proposed Strategies  Expected Outcomes  

Frequency of SME 1. Establish clear organizational 

guidelines that determine the 

acceptable frequency of SME 

during working hours, allowing 

short, bounded micro‑breaks that 

do not disrupt task flow. 

Controlled and purposeful SME 

that supports cognitive recovery  

without causing distraction, 

resulting in sustained employee 

efficiency and focus (Chen & 

Peng, 2022; Jong et al., 2021; 

Albulescu et al., 2022).  
2. Encourage employees to practice 

self-regulation and prioritize 

work tasks, particularly during 

peak operational periods. 

Purpose of SME 1. Promote the use of social media 

primarily for stress management 

and work-related purposes such 

as communication, coordination, 

and accessing information. 

Improved alignment of social 

media use with organizational 

goals, leading to enhanced 

efficiency, quality of work 

output, and timely task 

completion (Bakker & 

Demerouti, 2017; Aksoy & 

Allahverdi, 2025; Grobelny et al., 

2024). 

2. Reinforce awareness of 

appropriate social media use that 

prioritizes work tasks while 

allowing professional discretion. 

Efficiency Implement task management 

practices and workflow monitoring 

to ensure employees work at a high 

level of efficiency despite 

intermittent social media use. 

Sustained high levels of task 

efficiency and effective time 

management among employees, 

in line with organizational 

performance standards (Briones 

et al., 2025; Grobelny et al., 2024; 

Dantas et al., 2022). 
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Indicator Proposed Strategies  Expected Outcomes  

Quality of Work 

Output 

Maintain existing standards of 

accuracy, compliance, and careful 

review of work outputs by 

continuing to emphasize 

professional accountability and 

consistent attention to detail across 

all work roles. 

Maintained high-quality, 

accurate, and policy-compliant 

work output with a focus on 

minimizing errors and 

improving service reliability 

(Dantas et al., 2022; Grobelny et 

al., 2024).  

Timeliness of 

Completing Tasks 

Strengthen deadline monitoring and 

task prioritization mechanisms to 

ensure that SME does not delay task 

completion, especially during high-

workload periods. 

Improved adherence to 

deadlines and timely completion 

of assigned tasks, even during 

peak banking operations (Aksoy 

& Allahverdi, 2025; Grobelny et 

al., 2024). 

Challenges Maintain awareness of potential 

productivity disruptions while 

relying on general reminders that 

encourage responsible social media 

use, without imposing restrictive 

guidelines. 

Continued minimal negative 

impact of social media on work 

productivity, maintaining 

employee engagement while 

avoiding potential future 

challenges (Chen & Peng, 2022; 

Albulescu et al., 2022). 

 

CONCLUSIONS 

This study examined the relationship between SME and EWP in a Philippine government 

banking institution. Findings show that bank employees are primarily young to mid-career, mostly 

rank-and-file staff who frequently use Meta platforms and engage in SME at a moderate level, 

mainly for short mental breaks and stress relief. However, despite their SME status during working 

hours, the findings reveal they remain highly productive.  

Regression results further indicate that both the frequency and purpose of SME are positively 

associated with employees’ efficiency, the quality of their work output, and the timeliness of task 

completion. Employees also strongly disagreed that SME causes distractions, delays, or workflow 

interruptions, indicating that social media use is generally well managed in the workplace. Based 

on these findings, proposed strategies were formulated to improve the EWP through effective 

regulation of SME in the workplace of the subject government banking institution. 

 These findings challenge the assumption that SME is inherently harmful. However, this 

interpretation should not be applied in the context of a government bank, where social media use 

can be more closely controlled and regulated. Instead, it may highlight its potential role as a brief 

recovery resource when managed responsibly. These results have practical implications for 

organizations, suggesting that strict bans on social media may not always be necessary.  

Allowing some flexibility may support employee well-being without compromising 

productivity. From the perspective of JDR-Theory, short and self-directed SME can be understood 

as a resource that helps employees cope with work demands, offering moments of psychological 

and emotional relief and helping employees maintain focus and energy rather than additional 

strain. 

Overall, the results suggest that balanced and well‑regulated SME can coexist with high 
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productivity. Theoretically, the study extends JD–R Theory by showing that responsible social 

media use can act as a micro-recovery resource rather than an added job demand. Managerially, the 

findings highlight the value of flexible policies that promote responsible use, support employee 

well-being, and maintain accountability and performance. 

 

LIMITATION & FURTHER RESEARCH 

Although this study has provided significant insights, several limitations warrant 

acknowledgment. The study focused on the impact of SME on EWP in a single government bank 

located on Panay Island, Philippines. Consequently, the findings are geographically confined and 

may not be generalizable to government banks in other regions of the country or to private banking 

institutions operating under different organizational structures and regulatory environments.  

Moreover, the study relied on self‑reported data collected through structured 

questionnaires, which may be subject to response bias and social desirability effects. Employees 

may have provided favorable responses regarding their productivity and social media use, 

potentially influencing the accuracy of the results. In addition, access constraints and institutional 

policies within the government bank limited the number of respondents and the breadth of data 

collected, potentially affecting the comprehensiveness of the analysis and the depth of 

interpretation. 

Despite these limitations, the study contributes empirical evidence on the relationship 

between SME and EWP in a government banking context. Future research may broaden the scope 

by including government banks from other regions of the Philippines or by comparing public and 

private banking institutions to enhance the generalizability of findings. Incorporating qualitative 

methods, such as in‑depth interviews or focus group discussions, could provide richer insights and 

help validate survey results. Further studies may also employ longitudinal or experimental designs 

to examine causal relationships between SME and EWP over time. 
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