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Abstract

nterprise Social Media Usage (ESMU) is one of the most
Epopular tools used by many firms throughout the world.
This research observes how the socio-instrumental use of ESMU,
which involves utilizing it for both personal and work-related
purposes, can result in fatigue and have negative effects on overall
wellbeing and by encouraging PSE, which gives employees a sense
of control and influence, and offering strong organizational support
that demonstrates the company's commitment to Employee
Wellbeing; organizations can reduce the negative effects of
workplace stress and create a more successful workforce. This
research employs a self-administered survey to examine these
relationships and their impact on employee wellbeing. The findings
aim to offer valuable information for the managers seeking to
optimize Enterprise Social Media Usage and facilitate a well-
supported, productive workforce, while also laying the groundwork
for further research in this key area.
Keywords: Enterprise Social Media Usage (ESMU); Employee
Commitment (EC); Psychological Empowerment (PSE), Employee
Wellbeing (EW), Organizational Support (OS)
Introduction
The global landscape of occupations and workplaces has been
reshaped by digitalization, with nearly all aspects of work life now
intertwined with digital technology (Richter et al., 2018). The
widespread use of advanced digital technologies is revolutionizing
innovation and production activities (Alcacer et al., 2016), thereby
altering the skill requirements within and between organizations,
sectors, and countries, potentially rendering existing skills obsolete
(Autor, 2015; Autor et al., 2015; Zysman/Kenney, 2018).

The impact of digitization at various organizational levels remains
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a topic of debate. Digital technologies, encompassing information,
computer, communication, and networking technologies, have had
a range of effects on organizations, both positive and negative.
Some scholars have highlighted the benefits of these technologies
at the organizational level, citing improved interaction and
communication (Cao & Ali, 2018; Zhang & Venkatesh, 2013),
enhanced collaboration and knowledge transfer (Cao et al., 2016),
increased competitiveness and efficiency (Baptista et al., 2020),
and the promotion of new ways of working, organizational identity,
and social interactions (Trenerry et al., 2021; Wessel et al., 2021).

Enterprise Social Media (ESM) platforms, a product of these
digital advancements, have become instrumental in facilitating
communication within organizations. ESM platforms allow workers
to communicate with specific colleagues or broadcast messages to
the entire organization, post and edit text and files, and view
content from others in the organization (Leonardi, Huysman, &
Steinfeld, 2013). The use of ESM at work has been linked to various
networking ties, including peer ties for job-related discussions and
friendship ties for non- work-related issues (Umphress et al., 2003;
Leonardi, 2015).

Despite the benefits of ESM, there is a need to understand its
impact on factors such as employee commitment (EC),
psychological empowerment (PSE), employee wellbeing (EW), and
organizational support (OS). This study aims to shed light on these
factors, exploring the direct effect of ESM on EW, the mediating
role of PSE and EC on EW, and the moderating role of OS between
ESM and PSE/EC. By examining these relationships, this study
seeks to provide a comprehensive understanding of how ESM
influences employee well-being and psychological empowerment.

This study aims to analyze the individual effects of various

variables on employee well-being and psychological empowerment.
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By examining the relationships between ESM usage, PSE, EC, and
OS, this study seeks to contribute to the existing body of knowledge
on these topics. Additionally, this study aims to provide insights for
organizations that rely on technology and their employees to
achieve optimal results.

The relationship between ESM usage and interruption
overload, as well as its impact on employee creativity and tiredness
remains unclear. Previous research has highlighted the importance
of perceived organizational support in fostering employee
creativity and well- being. Employees who perceive strong
organizational support are more likely to feel confident in their
companies and utilize available resources effectively (Eisenberger
et al., 1986).

Related Literature and Model Development

In contemporary organizations, the adoption of enterprise social
networking platforms has become increasingly widespread,
offering new avenues for communication and collaboration among
employees. (Gul et al., 2019)

Enterprise Social Media Use and Employee Well Being

Employee well-being encompasses various aspects of employees'
physical, psychological, and social health (Wright & Cropanzano,
2004). Well-being includes job satisfaction, work- life balance,
psychological health, and overall life satisfaction (Arshad et al.,
2025; Riaz et al., 2021). Understanding the impact of enterprise
social media on employee well-being is crucial, as it has
implications for employees' overall job satisfaction, productivity,
and organizational outcomes (Terry & Jimmieson, 1999). A study
conducted by (Murniati, Abdul Razzaq, Ismail, & Mota, 2023)
explored the influence of enterprise social media use on employee
well-being in a sample of organizations (Khan et al., 2021). The

findings indicated that employees who actively utilized enterprise
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social media platforms reported higher levels of well-being. While
focusing on goals can help in harmonizing with creativity while
avoiding mistakes can help in avoiding worsen feelings of being
overwhelmed (Lugman et al. 2021).

The ability to manage work and personal commitments more
effectively can reduce stress levels and improve overall well-being
(Wright, Cropanzano , & Meyer, 2004). This access to knowledge
and continuous learning opportunities can enhance employees'
professional growth, competence, and job satisfaction, thus
positively impacting their well-being. Recent study by (Ma, Zhang,
& Wang, 2022) investigated the relationship between enterprise
social media use and job satisfaction, which is a key component of
employee well-being. The findings revealed a significant positive
association between the frequency of enterprise social media use
and job satisfaction. Hence it is hypothesized as:

H1i: Enterprise Social Media Usage (ESMU) has a significant impact
on Employee Wellbeing (EW).

Enterprise Social Media Use and Psychological Empowerment
Psychological empowerment is a psychological state in which
individuals perceive themselves as having control, competence, and
impact in their work (Spreitzer, 1995). It comprises four
dimensions: meaning, competence, self-determination, and
impact.

Employees who experience psychological empowerment have
a sense of meaning and purpose in their work, feel competent in
their abilities, have autonomy in decision-making, and perceive
their actions as influential (Malik, Sarwar, & Orr, 2021). Employees
with greater empowerment tend to be more active and creative in
their work. The utilization of enterprise social media has become
increasingly prevalent within organizations, aiming to enhance

communication, collaboration, and knowledge sharing among
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employees (Mantymdki & Riemer). When employees feel
psychologically empowered, they possess a sense of self-efficacy
and believe in their ability to accomplish tasks effectively.
Additionally, they perceive that their opinions and actions can
influence organizational decisions and processes (Li, Z., 2016).

A study conducted by (Levy, Lee, Jonsen, & Peiperl, 2019)
explored the impact of enterprise social media on psychological
empowerment in the context of a large multinational organization.
The findings revealed that employees who actively utilized
enterprise social media platforms experienced higher levels of
psychological empowerment. Similarly, the relationship between
enterprise social media use and psychological empowerment in a
technology-driven company was investigated by (Li, Wu, Johnson, &
Wu, 2022). A study conducted by (Chakraborty & Biswal, 2023)
examined the impact of enterprise social media wuse on
psychological empowerment among employees in a technology-
based organization.

Firstly, enterprise social media platforms provide employees
with access to a vast amount of information and knowledge(ul
Hassan et al., 2023). This increased accessibility allows individuals
to stay informed about organizational goals, strategies, and
initiatives. As employees gain knowledge about the organization
and its operations, they may feel more competent and capable of
making meaningful contributions. (Hsieh et all., 2022). Secondly,
enterprise social media enables enhanced communication and
collaboration among employees, irrespective of their geographical
location or hierarchical positions. The recognition received through
enterprise social media interactions can reinforce individuals'
belief in their abilities to impact organizational outcomes. (Lober &

Flowers, 2011).
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Psychological Empowerment as Mediator
Psychological empowerment is suggested to act as a mediator in the
relationship between enterprise social media use and employee
wellbeing. Individuals usually perceive the use of social media and
computer programs as a source of enjoyment, leisure, empathy,
trust and usefulness that empowers them to gain more skills and
control of the emotions and their overall wellbeing specifically
when it comes to relieving their workplace stress and upbringing
their level of perceived joy (Li et al,. 2021). From this study we can
conclude that people generally view the social media usage and
computer programs as enjoyable and leisurely activities that can
help them in coping up with the workplace stress and increase their
sense of satisfaction (ul Hassan et al., 2020). This leads to their
overall wellbeing. One study by (Ma et all.,, 2021) explored the
mediating effect of psychological empowerment in the relationship
between enterprise social media use and employee creativity
(Irshad et al., 2024)

These results suggest that psychological empowerment plays
a role in translating the effects of enterprise social media use into
enhanced employee creativity. (Gupta et all., 2022). (Amabile, 2022)
emphasized that enterprise social media platforms, by providing
employees with increased access to information, opportunities for
participation in decision-making, and recognition of their expertise,
enhanced employees' sense of control, competence, and impact
(Rana et al., 2024). Another study (Levy et all., 2019) explored this
mediating effect. The results demonstrated that psychological
empowerment fully mediated the relationship between enterprise
social media use and employee creativity (ul Hassan et al., 2025).
Furthermore, a study examining the relationship between
enterprise social media use and employee creativity in the context

of a technology-driven organization (Johnson, 2021). The study
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emphasized the role of enterprise social media as a catalyst for idea
generation, enabling employees to share and refine their creative
thoughts with a broader audience, thus enhancing the overall
creative potential within the organization. Hence it is hypothesized
that:
H2: Psychological Empowerment (PSE) mediates the relationship
between Enterprise Social Media Usage (ESMU) and Employee
Wellbeing (EW).
Employee Commitment
Employee commitment is a measure of faith, fidelity, and devotion
that employee has for their company. It encompasses the desire to
stay for the firm and keep making contributions, as well as the
belief that the goals of the organization are significant and that
worker contributions are worthwhile (Liana, Y., & Irawati,
2014).Three types of employee commitment to their organization
can be analyzed: affective commitment, which is defined as an
emotional bond with the organization; normative commitment,
which is specified as feelings of obligation; and continuance
commitment, which is defined as the sentiment that it would be
costly to leave an organization (Meyer et al. 2012). Strong
commitment among staff members increases the likelihood that
they will carry out their responsibilities efficiently and give their
all to the business, enhancing output and raising standards of work
(Wibowo et al.,, 20223). Employee creativity involves the
generation of novel and useful ideas, solutions, and outcomes (Pee,
2018). Commitment refers to an implicit explanation of one
mechanism that is generating consistent human behaviors. (Atif et
al., 2024)

Commitment can be analyzed in different ways. This concept
of commitment refers to the consistent line of actions (Gul et al.,

2021). These consistent lines of actions are typically the stable
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structure of personal needs. According to author, Commitment
makes a person to act in a certain consistent way which can be
presumed by three factors, (1) if the individual has previously
demonstrated a willingness to be consistent in the course of their
life, (2) if the individual realizes whether their behaviors now
correspond to their previous interest and (3) if their current
behavior is in indeed consistent with their past behaviour (Becker,
H. S., 1960).

H3: Employee Commitment (EC) mediates the relationship between
Enterprise Social Media Usage (ESMU) and Employee Wellbeing
(EW).

Organizational support as a Moderator

Organizational support refers to the extent to which an
organization values and supports its employees' well-being, growth,
and success (Alam et al., 2025).. The role of organizational support
in shaping employee outcomes has gained significant attention
(Kakakhel et al., 2016). Psychological empowerment, which refers
to individuals' perception of control, competence, and autonomy in
their work environment, has been linked to employee creativity.
Organizational support can influence the relationship between
psychological empowerment and employee creativity in several
ways (Li]J., 2023).

Firstly, high levels of organizational support can reinforce
individuals' psychological empowerment by validating and
acknowledging their sense of control, competence, and autonomy.
When employees perceive that the organization values their
empowerment and provides the necessary support to nurture and
utilize their creative potential, it can amplify the positive effect of
psychological empowerment on employee wellbeing. (Li et all.,
2021) conducted a study examining the influence of organizational

support on the relationship between psychological empowerment
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and employee creativity in a sample of diverse organizations (Hanif
et al., 2023).

Enterprise social media (ESM) platforms have proven to be
valuable tools for enhancing internal communication among
employees. Additionally, Li et al. (2020) found that ESM fosters
employee collaboration, leading to higher commitment to the
organization (Mumtaz et al., 2025).

Furthermore, there is a clear link between increased
employee engagement and the utilization of ESM platforms.
According to Chen et al. (2021), employees who regularly use ESM
platforms exhibit higher levels of creative engagement and
dedication to their organization.

A study by (Eisenberger, 2021) explored the moderating role
of organizational support in the relationship between psychological
empowerment and employee commitment (Shahid et al., 2024).
Organizational support, in the form of supervisor encouragement,
resource allocation, and feedback, enhanced employees' confidence
in their creative abilities and provided the necessary conditions for
their creative ideas to flourish (Gul et al., 2024; Shahid et al., 2022)
The study was divided into 5 sections for variables acting as
moderating as well as mediating variables. Furthermore,
organizational support can buffer the negative effects of potential
barriers and obstacles that employees may face in their creative
endeavors (Khan et al., 2020). By providing a supportive work
environment and addressing challenges such as time constraints,
conflicting priorities, or resistance to change; organizations can
mitigate the impact of such barriers on employee creativity and
wellbeing. This buffering effect of organizational support allows
employees to maintain their empowered state and sustain their

productivity and performance.
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H4: Organizational Support (OS) moderates the relationship

between Enterprise Social Media usage and Employee Well-being

(EW)
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Research Methodology
Purposive sampling, a qualitative technique, is used in this study to
gather numerical information. It aims to investigate hypotheses on
the connections between enterprise social media usage,
psychological empowerment, employee commitment,
organizational support, and well-being of employees. For analysis,
smart PLS software is used, with a focus on PLS- SEM for
investigation into these associations. Data has been gathered
through cross-sectional strategy by using a self-administered
survey questionnaire. With an individual level of analysis, the
study focuses on workers at the head offices of Lahore-based
companies like Laam, Servis Industrial Limited, PISTECHS, GAO Tek
Inc., and Grayphite. This method guarantees accurate and thorough
data for more trustworthy outcomes.

In order to reduce speculation, errors, and data manipulation,
the research design incorporates appropriate scale measures and

makes use of Smart PLS version 4.0 with PLS-SEM. The main tool
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used to collect data is a self-administered survey questionnaire via
Google Forms. The survey asks questions on respondents' opinions
and experiences with enterprise social media usage and how it
affects creativity and well-being. Purposive sampling is used in the
sample design to choose participants based on their willingness and
availability to provide accurate information.

Measurement and Scale Enterprise Social Media Usage

ESM Usage is measured with a 8-item scale adopted from (Zhong et
al., 2012). Each item of the construct has a 6-point Likert scale for
reverse coding to record the response anchored at 1= strongly
disagree and 5= strongly agree and vice versa.

Employee Well-being

EW is measured with a 14-item scale adopted from (Tennant et al.,
2007). Each item of the construct has a 6-point Likert scale for
reverse coding to record the response anchored at 1= strongly
disagree and 5= strongly agree and vice versa.

Organizational Support

OS is measured with a 10-item scale adopted from (Eisenberger et
al., 2020). Each item of the construct has a 6-point Likert scale for
reverse coding to record the response anchored at 1= strongly
disagree and 5= strongly agree and vice versa.

Psychological Empowerment

PSE is measured with a 12-item scale adopted from (Uner, S., &
Turan, S., 2010). Each item of the construct has a 6-point Likert
scale for reverse coding to record the response anchored at 1=
strongly disagree and 5= strongly agree and vice versa.

Employee Commitment

EC is measured with a 3-item scale adopted from (Meyer et al.,
1997). Each item of the construct has a 6-point Likert scale for
reverse coding to record the response anchored at 1= strongly

disagree and 5= strongly agree and vice versa.
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Results and Analysis

To determine the outcomes of the data acquired for the results, we

have used PSE-SEM to which we applied factor loadings,

confirmatory factor analysis,

composite reliability and scale

validity, descriptive statistics and correlation analysis, reliability

analysis, and mediation moderation analysis.

Demographic Characteristics

Table 5.1 Demographic Frequencies

FrequencyPercentValid Cumulative
Percent Percent
Gender
Valid 1 82 41.0 41.0 41.0
2 118 59.0 59.0 100.0
Total 200 100.0 100.0
Age
Valid 1 137 68.5 68.5 68.5
2 32 16.0 16.0 84.5
3 19 9.5 9.5 94.0
4 9 4.5 4.5 98.5
5 3 1.5 1.5 100.0
Total 200 100.0 100.0
Education Level
Valid 2 20 10.0 10.0 10.0
3 117 58.5 58.5 68.5
4 51 25.5 25.5 94.0
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5 12 6.0 6.0 100.0
Total 200 100.0 100.0
Professional Status

FrequencyPercentValid Cumulative

Percent Percent

Valid 1 111 55.5 55.5 55.5
2 22 11.0 11.0 66.5
3 23 11.5 11.5 78.0
4 44 22.0 22.0 100.0
Total 200 100.0 100.0
Interpretation

The frequency distribution for the variable "Gender" indicates that
out of the total 200 cases, 82 cases (41.0%) correspond to the first
category (coded as 1), while 118 cases (59.0%) fall into the second
category (coded as 2). The frequency distribution for the variable
"Age" reveals the distribution of different age groups within the
dataset. Out of the total 200 cases, 137 cases (68.5%) correspond
to age group 1, followed by 32 cases (16.0%) in age group 2, 19
cases (9.5%) in age group 3, 9 cases (4.5%) in age group 4, and 3
cases (1.5%) in age group 5.

The frequency distribution for the variable "Education Level"
illustrates the distribution of different education levels within the
dataset. Out of the total 200 cases, 20 cases (10.0%) correspond to
education level 2, followed by 117 cases (58.5%) in education level
3, 51 cases (25.5%) in education level 4, and 12 cases (6.0%) in
education level. The frequency distribution for the variable
"Professional Status" reveals the distribution of different
professional categories or levels within the dataset. Out of the total

200 cases, 111 cases (55.5%) correspond to professional status 1,
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followed by 22 cases (11.0%) in professional status 2, 23 cases
(11.5%) in professional status 3, and 44 cases (22.0%) in
professional status.

The frequency distribution for the variable "Organization"
illustrates the distribution of different organizational attributes or
categories within the dataset. Out of the total 200 cases, 58 cases
(29.0%) correspond to organization category 1, followed by 118
cases (59.0%) in organization category 2, 19 cases (9.5%) in
organization category 3, and 5 cases (2.5%) in organization
category. These percentages represent the proportion of cases
relative to the total sample size. This distribution highlights the
distribution of different age group, gender, professional status,
education level and organizational attributes within the dataset,
providing valuable insights for further analysis.

Descriptive Statistics

Table 5.2 Descriptive Statistics

Descriptive Statistics

N Minimum Maximum Mean Std.

Deviation

Gender 200 1 2 1.59 .493

Age 200 1 5 1.55 -945
Education Level 200 2 5 3.28 722
Professional 200 1 4 2.00 1.248

Status
Organization 200 1 4 1.86 .683
Valid N 200
(listwise)
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Interpretation

The descriptive statistics provide a comprehensive overview of
several key variables within the dataset. Firstly, regarding gender,
the analysis reveals that the dataset consists of 200 cases, with a
mean gender value of approximately 1.59, indicating a distribution
skewed towards one category. Similarly, age, education level,
professional status, and organization variables were analyzed
among the same number of cases. For age, the mean age of
approximately 1.55 suggests a relatively concentrated distribution
across different age groups, while education level demonstrates a
mean of around 3.28, indicating a moderate level of education
attainment within the sample. Professional status and organization
variables show means of approximately 2.00 and 1.86, respectively,
suggesting varying levels or categories within each variable.
Overall, these statistics offer valuable insights into the central
tendencies and variability of the dataset, aiding in further analysis
and interpretation of the data's characteristics.

Complete Factor Analysis Model

Discriminant validity pertains to the degree to which the constructs
exhibit empirical differences from one another. Additionally, it
assesses how much each overlapping construct differs from the

other.
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Construct reliability and validity
Table 5.3.1 Construct reliability and validity
Cronbach's Composite Composite Average
alpha reliability reliability varia
(rho_a) (rho_c¢) nce extracted
(AVE)
EC 0.688 0.786 0.827 0.626
ESMU 0.921 0.929 0.936 0.646
EW 0.882 0.895 0.902 0.403
OS 0.92 0.927 0.933 0.582
PSE 0914 0.916 0.927 0.515

Interpretation

A widely used measure for assessing internal consistency,
Cronbach's Alpha provides information on how strongly related a
group of objects are to one another inside each construct. With a
Cronbach's Alpha of 0.683, for example, the construct designated

as EC shows a moderate degree of internal consistency, indicating
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that although the items are somewhat connected, there is still
opportunity for improvement in fully capturing the construct. The
reliability of the constructs may be questioned, though, as the
construct EW has a considerably lower AVE of 0.402, indicating
that a lesser amount of the variance is explained by the construct.
Heterotrait-monotrait ratio (HTMT)

Table 5.3.2 Heterotrait-monotrait ratio (HTMT)

Heterotrait-monotrait ratio (HTMT)

EC ESMU EW OS PSE

EC

ESMU 0.704

EwW 0.536 0.42

(O] 0.778 0.64 0.615

PSE 0.852 0.69 0.647 0.701

OS x ESMU 0.416 0.572 0.241 0.521 0.483
Interpretation

The diagonal elements, which show the monotrait correlations,
which are always perfect, are empty as we look at the HTMT values
(1). Existing heterotrait connections among the off- diagonal
elements. These figures generally suggest that the constructs are
unique to one another while evaluating discriminant validity. For
example, the HTMT score of 0.699 suggests a reasonably
significant relationship between both constructions, EC and ESMU.
Although not entirely conclusive, the outcome is less than 1,
suggesting significant discriminant validity. In a similar vein,
different construct pairs' HTMT ratings exhibit different levels of
correlation—some being lower and others higher than 1. The HTMT
rating of 0.852 between PSE and EC suggests a comparatively high

correlation between these two constructs. This number indicates
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that psychological empowerment (PSE) and employee commitment
(EC) share a significant overlap or variance.
Discriminant Validity - Fornell-Larcker Criterion

Table 5.3.4 Heterotrait-Monotrait Ratio (HTMT)

EC ESMU EW OS PSE
EC 0.788
ESMU 0.579 0.794
EW 0.447 0.401 0.635
oS 0.622 0.609 0.584 0.753
PSE 0.708 0.637 0.604 0.651 0.716
Interpretation

The data analysis reveals that each of the diagonal AVE values'
square root values lie within 0.887 and 0.846, indicating the extent
to which the variance for each construct is taken into account for
through its measurable variables. In the meantime, the construct
correlations are displayed by the off-diagonal elements that extend
from 0.579 to 0.753.

When the correlations between each construct and the others
are less than the square of the root of the AVE for each construct,
discriminant validity is proven through the use of the Forner-
Larcker criterion. The correlations among each construct and the
other constructs tend to be lower than the square root of the total
values of the AVE for each construct in this context. Thus, we may
conclude that discriminant validity is supported in the framework
based on the Forner-Larcker criterion. This suggests that the
examined constructs are sufficiently distinct from each other,
demonstrating that the measurement model accurately depicts the

theoretical conceptions that govern it.
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Discriminant Validity - Crossloadings

Table 5.3.4 Heterotrait-Monotrait Ratio (Htmt)

EC ESMU EW oS PSE
EC1 0.881
EC2 0.891
EC3 0.543
ESMU1 0.750
ESMU2 0.844
ESMU3 0.858
ESMU4 0.825
ESMUS 0.786
ESMU6 0.797
ESMU7 0.675
ESMUS 0.801
EW1 0.385
EW10 0.609
EwW1ll 0.757
EW12 0.735
EW13 0.636
EW14 0.759
EW2 0.538
EW3 0.538
EW4 0.423
EWS5 0.609
EW6 0.715
EW7 0.661
EWS8 0.757
EW9 0.612
OS1 0.741
0OS10 0.769
OS2 0.729
O0S3 0.753
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0S4 0.734

0S5 0.722

0S6 0.806

0Ss7 0.817

0S8 0.693

089 0.760

PSE1 0.677
PSE10 0.788
PSE11 0.675
PSE12 0.697
PSE2 0.782
PSE3 0.680
PSE4 0.782
PSES 0.733
PSEG6 0.665
PSE7 0.711
PSES 0.690
PSE9 0.693
OS x ESMU 1.000

Interpretation

The cross-loadings that are displayed in the matrix demonstrate the
relationships that exist among certain items and constructs in the
structural equation modeling (SEM) context. Each column denotes a
construct, while every row denotes a specific object. The degree of
strength of the association amongst each item and its relevant
construct is revealed by these coefficients that which are quite
insightful. Firstly, items EC1, EC2, and EC3 show exceptionally high
correlations for the "EC" construct, with cross-loading coefficients
that vary from 0.543 to 0.881. In a similar way the cross-loading
coefficients of the "ESMU" construct, which range from 0.675 to

0.858, show strong connections with items ESMU1 to ESMUS.
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These outcomes imply a strong correlation between the constructs
being measured and the tested items.

Regarding the "EW" construct, items EW1 through EWi4
exhibit varying correlation strengths, with values ranging from
0.385 to 0.757, showing different levels of construct linkage.
Similar substantial correlations are observed for the "OS" construct
for items OS1 through 0OS10, with cross-loading coefficients
fluctuating between 0.693 to 0.817, highlighting a relationship
between the elements and the construct. In a similar vein, the
"PSE" construct shows moderate to strong correlations with items
PSE1 through PSE12; the the cross-loading coefficients of these
components and the construct range from 0.665 to 0.788,
illustrating the strength of the connection. Lastly, a perfect
correlation is indicated by the cross-loading coefficient of 1
between the "OS x ESMU" interaction term and itself, which is
compatible with the hypothesis that it represents the interaction
between the "OS" and "ESMU" constructs.

Complete Model Path Analysis

Ew1
PSE1 4 PSETD « PSEN - PSET2 PSE2 PSE3 PSE4 PSE5 PSE6 e PSE7 » PSES > PSEY

T D N -, e — A
0000=0.000=0,0000000._0000_ ™" 0000_0.000_0000=0.000=0.000
‘\—\‘:‘:‘:‘:\2}%}5 {{ﬁ:::;—-"" EW10
ESMU1 f
X Wit
ESMU2 / f
v\\ 0000
0000 = EW12
0,000
A
0000/ Ewi3

v ]
ESMU3. 5000
Y 4 I
0000 ' //'
BMU N\ 0000
0000, /
i /OOUU W14
ESMUS // 0,608 /0000"
0000 \ [
| W2
k / ESMU - 0.459 0000

0000 —
EsMG 000 umo,
0000
: W oo BB
ESMU7 } A
0000
14 N
0000
ESMUB S5 \‘
0000\,
v EW5
0000
A\
L 0000
000 o 000 \ il
000 oo O \
YN \ ”
| ) £C3 \\
" T
” 00 g ,o% oo 0o 0000 W iws
081 o510 082 083 054 055 06 057 058 059

80



Table 5.4.1 Heterotrait-monotrait ratio (HTMT)

Path coefficients - Mean, STDEYV, T values, p values

Original Sample Standard deviation T statistics P values

sample (O) mean (M) (STDEYV) (|O/STDEV))
EC > EW -0.111 -0.113 0.088 1.255 0.209
ESMU -> EC 0.579 0.584 0.063 9.15 0.000
ESMU -> EW -0.038 -0.043 0.074 0.513 0.608
ESMU -> PSE 0.637 0.641 0.051 12.417 0.000
OS > EW 0.44 0.455 0.077 5.696 0.000
PSE > EW 0.49 0.492 0.093 5.281 0.000
OS x ESMU -> 0.119 0.116 0.054 2.212 0.027

EW

Interpretation

Employee Commitment (EC) and employee well-being (EW) have a
negative association (- 0.111) according to the path coefficient,
however the relationship is not statistically significant (p = 0.209).
This implies that there is insufficient data to draw the conclusion
that employee commitment is a reliable indicator of employees’
well-being. There is a significant positive relationship between
Employee Commitment (EC) and Enterprise Social Media Usage
(ESMU), as indicated by the positive path coefficient of 0.579. The
statistical significance of this link (p < 0.001) indicates that there
is a correlation between elevated levels of employee commitment
and the enterprise social media usage.

Employee well-being (EW) and Enterprise Social Media Usage
(ESMU) may have a moderately negative association, according to
the trajectory coefficient, which is negative (- 0.038). However,
this link is not statistically significant (p = 0.608). This indicates
that the relationship between these two constructs is not supported
by any meaningful evidence. There's a substantial positive

correlation with Enterprise Social Media Usage (ESMU) and
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Psychological Empowerment (PSE), as indicated by the positive
path coefficient of 0.637. Higher levels of employee satisfaction
with their supervisor are linked with higher levels of perceived
supervisor support, according to this highly statistically significant
connection (p < 0.001).

There is a significant relationship between organizational
support (OS) and employee well- being (EW), which is
demonstrated by the positive path coefficient (0.44). Because of the
statistically significant nature of this association (p < 0.001), it
appears that employee well- being is positively correlated with
organizational support levels. There is a positive correlation
between employee  well-being (EW) and  Psychological
Empowerment (PSE), as indicated by the positive path coefficient
(0.49). The statistically significant nature of this connection (p <
0.001) indicates that there is a significant relationship between
employee well-being and Psychological Empowerment of the
employees.

The path coefficient, which is positive at 0.119, suggests there
is a positive correlation among employee well-being (EW) and the
interaction of organizational support and Enterpris Social Media
Usage (OS x ESMU). Employee well-being is influenced by the
interplay between organizational support and Enteprise Social
Media Usage, according to this statistically significant association
(p = 0.027).

Table 5.4.2. Heterotrait-Monotrait Ratio (HTMT)

Specific Indirect Effect

Original Sample mean Standard deviation T statistics P values
sample ™M) (STDEYV) (|O/STDEV))
)

ESMU -> EC - -0.064 -0.066 0.053 1.208 0.227

>EW
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ESMU -> PSE -> 0.312 0.317 0.071 4.375 0.000
EW

Interpretation

This suggests that there is not statistically significant indirect
relationship between employee well-being (EW) and enterprise
social media usage (ESMU) through employee commitment (EC).
This indicates that there is a statistically significant indirect impact
of enterprise social media usage (ESMU) through psychological
empowerment (PSE) on employee well-being (EW).

Table 5.4.3 Heterotrait-Monotrait Ratio (HTMT)

Total Indirect Effect
Original Sample  Standard T-Statistics P
sample mean Deviation (O/STDEV)) values
O) ™M) (STDEYV)
ESMU > 0.248 0.251 0.075 3.326 0.001
EW
Interpretation

Employee well-being (EW) and Enterprise Social Media Usage
(ESMU) have a combined indirect effect of 0.248. This number
represents the total effect of all indirect routes via any
intermediate structures that link ESMU and EW. The statistical
significance of the overall indirect effect is indicated by the
corresponding p-value of 0.001. Thus, through a number of indirect
channels, more Enterprise Social Media Use is linked to greater
employee well- being.

Limitation

It is crucial to take into account the limitations of this study when
evaluating the results and planning future research projects. First
of all, there is an important disadvantage to using self- reported
data: it raises the possibility of response bias and inaccurate
participant report. While self-report measures offer valuable

insights into individual experiences, the inherent subjectivity as
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well as susceptibility to social desirability biases could undermine
the reliability and validity of the results. In addition, this study's
cross-sectional methodology makes it hard to track variations over
time or draw judgments about cause and effect, which emphasizes
the necessity of long-term analysis to determine the temporal
correlations between variables. Furthermore, the study sample's
existence of sampling bias raises doubt on how well the results may
be applied to bigger populations.

Future Directions

From this study's results, several kinds of recommendations are
made for future research directions and organizational practices.
Initially, considering the drawbacks of self-reported data, it would
be prudent for future studies to consider the inclusion of objective
evaluations and the utilization of mixed-methods techniques in
order to triangulate findings and improve the credibility of findings.
A more comprehensive knowledge of the relationships between
employee results and company use of social media can be
accomplished through combining self-report measures with
objective indicators, such as behavioral assessments or
performance data. Longitudinal research is also required to track
variations over time and identify causal relationships among
variables, providing significant data on the long-term impacts of
technology use on worker satisfaction.

Establishing favorable conditions that promote employee
empowerment as well as cooperation should be the primary
objective for organizations. Employees can be encouraged to use
technology for professional development and information sharing
by implementing training programs that enhance digital literacy
and offer recommendations on social media usage. In order to

handle issues around social media use, executives should
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additionally regularly communicate with staff members, fostering
an atmosphere of honesty and transparency.

Finally, other elements including organizational culture and
individual variances that may have an impact on the association
between staff performance and corporate social networking
utilization should be investigated in future studies. Insights into
these interactions can be gained from a comprehensive approach
that takes into account the complicated dynamics of the use of
technology in the workplace. These findings can then be used to
promote research- based strategies aimed at improving worker
experiences and organizational performance.

Conclusion

It is possible to definitively evaluate if each study hypothesis is
accepted or rejected after a thorough analysis of the available data:
Hypothesis #1: Employee wellbeing (EW) is impacted by enterprise
social media usage (ESMU):

The significant direct route coefficient (p = 0.001) between
ESMU and EW lends credence to this notion. The results
demonstrate the beneficial impact of social media use in the
workplace on employee wellness by showing a positive correlation
between greater levels of ESMU and improved employee wellbeing.
Hypothesis # 2: The relationship between employee wellbeing (EW)
and enterprise social media usage (ESMU) is moderated by
organizational support (OS):

The significant direct path coefficient between OS and EW (p
< 0.001), which indicates that organizational support has a
beneficial impact on employee welfare, lends support to the theory.
Furthermore, there is a substantial indirect effect of the interaction
term OS x ESMU on EW (p = 0.027), suggesting that organizational
support moderates the link between ESMU and EW. This implies
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that social media use has a favorable and amplified effect on
employee wellbeing when there is strong organizational support.
Hypothesis #3: The association between employee wellbeing (EW)
and enterprise social media usage (ESMU) is mediated by
psychological empowerment (PSE):

The unique indirect effect of ESMU on EW through PSE is
significant (p < 0.001), supporting the mediation theory. This
suggests that ESMU affects psychological empowerment, which has
an indirect impact on employee wellbeing in addition to direct
influence. Accordingly, the findings imply that workers who use
social media more frequently for work-related purposes typically
have greater degrees of psychological empowerment, which in turn
promotes wellbeing.

Hypothesis # 4: Employee Wellbeing (EW) and Enterprise Social
Media Use (ESMU) are mediated by Employee Commitment (EC):

The specific indirect effect of ESMU on EW through EC is not
statistically significant (p = 0.227), which is contrary to
expectations. This suggests that the association between social
media usage and employee wellbeing is not significantly mediated
by employee dedication. Thus, the analysis leads to the rejection of
Hypothesis #4.

In conclusion, the results offer strong proof of the beneficial
effects of ESMU on worker welfare, which are mediated by
organizational support and psychological empowerment. The data,
however, do not support the hypothesis on the mediating role of
employee commitment. These revelations provide light on the
complex relationships that exist between organizational
characteristics, employee welfare, and social media use in the
workplace.
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