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Abstract 

The purpose of this study is to examine the relationship between social media 

use, thriving, and job performance given self-regulation as a moderating factor. 

The increasing social media use by employees in the workplace provides both 

opportunities and challenges, which may cause its impact on performance 

outcomes to be highly variable. Moreover, the relationship between social 

media use and performance outcomes is complex, suggesting that there may be 

contextual variables influencing the significance of this relationship. Data for 

this study were collected from 274 academics at Delta State University, Delta 

State, Nigeria, and subjected to the partial least square [PLS] analytical 

protocol for structural equation modeling. The PLS results demonstrated that 

social media use and thriving have a positive and significant link that can be 

explained partly by the mediational pathway of thriving. Second, self-regulation 

interaction with social media use triggers thriving, which can be viewed as a 

significant antecedent of job performance. The study recommended that 

managers should encourage the regulated use of social media to ensure it stays 

effective for the realisation of desirable work benefits.  
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This calls for the training of staff to enable them to address conceptions and 

misconceptions of social media use and develop competencies and strategies for 

the regulated and productive use of social media applications. 

Keywords: Learning, Job Performance, Self-Regulation, Social Media, 

Thriving, Vitality 

 

Introduction 

Over the past decade, the use of social media [SM], which is a group of internet-

based applications that create a social environment for the creation and 

exchange of work-related and non-work-related information, has become part of 

everyday life for many employees across the world of business. The primal 

appeal of SM is that it blurs spatial and temporal boundaries for better 

connectivity, exchange of information, and collaboration among individuals 

(Ononye & Igwe, 2017). A recent study (Igwe & Ononye, 2020) indicates that 

SM enrichment of knowledge-related practices may account for the surging 

popularity and usage of generic SM applications (e.g., wikis, blogs, and social 

network services) among employees of Nigerian organisations. Concerning this, 

it could be claimed that SM applications, to an extent, have changed the 

traditional communication model, and presented many knowledge-related 

opportunities promoting employee and organisational performance. However, 

there are fears that the growing use of SM may create problems for employees, 

especially when left unregulated during working hours (Reinecke et al., 2022). 

Some of these concerns (e.g., distraction, anxiety, burnout, stress, isolation, and 

poor time management) may prove inimical to positive work attitudes, 

behaviours, and performance (Khan et al., 2021).  

Self-regulation, which is a discrepancy-reducing behavioural process oriented 

towards goal attainment, ensures the appropriate use of SM applications at work 

(Reinecke et al., 2022). SM can have variable influences at work because its 

utility presents both opportunities and challenges, which are likely to foster 

different outcomes (Zhao & Yu., 2023). Likewise, it can be used for work-

related and non-work-related purposes, which make social media use [SMU] 

influences in the workplace paradoxical. For instance, work-related SMU 

conveys instrumental benefits (e.g., knowledge and advice), whereas non-work-



ONONYE, OJIEH AND OFUNE 

 
 
 

 

related SMU conveys affective benefits (e.g., trust and commitment), with both 

having different implications on performance-related outcomes (Luo et al., 

2018; Liu et al., 2021). However, self-regulation is an important boundary 

condition for achieving a balance between competing purposes in a specific 

work context (Khan et al., 2021; Reinecke et al., 2022), and this can lead to the 

manifestation of positive employee outcomes. Of interest to this study is 

thriving at work, also known as thriving. Thriving is the psychological state 

wherein employees jointly experience learning and vitality at work (Ononye, 

2023). 

The changing work environment can expose employees to greater uncertainties 

and complexities, and to perform well in this context, employees need to 

leverage variegated functional resources that would enable them to thrive 

productively. Ononye (2022:24) states that “the experience of thriving does not 

occur in isolation from social interactions. Thriving is cultivated through 

socialisation mechanisms and the knowledge resources accrued in a given social 

context”. This forms part of Spreitzer et al.’s (2005) socially embedded model 

of thriving. It is logical to assume that SM close association with personal 

knowledge management often cultivates supportive resources, facilitating the 

occurrence of thriving. This may be true because the learning process is 

activated when shared knowledge is embodied in action to promote knowledge 

generativity, and vitality is experienced when individuals participate in 

constructive relationships leading to the exchange of critical knowledge 

resources. Drawing from the social capital theory, the resources (e.g., 

information, advice, and emotional support) obtained from relations with others 

in SM interactive space can support the development of positive psychological 

states, and these positive psychological states are strong antecedents of adaptive 

work behaviours. As an adaptive concept, thriving motivates employees to learn 

and seek new growth and development opportunities needed to effectively 

navigate changing work contexts (Carmeli & Spreitzer, 2009). In this line, 

thriving ensures individuals’ sustainable development and performance. Studies 

(Elahi et al., 2019; Kleine et al., 2019; Sprietzer et al., 2005) state that 

employees who thrive at work focus on generating new resources by building 

supportive relationships and access to knowledge widely dispersed in the global 

environment. Arguably, self-regulation enables these foundational elements to 

be concretised in SMU for the emergence of thriving, which ultimately 
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enhances job performance [JP]. JP is the aggregated contribution of an 

employee to the attainment of organisational goals. 

Thriving employees achieve enhanced JP due to continuous learning and 

renewed motivation to work (Spreitzer et al., 2005). However, Khan et al. 

(2021) state that the SMU effect on employee outcomes is a complex 

phenomenon that cannot be ascertained by simple causality. This is to say that 

SM prediction of JP seems less probable in the absence of specified intervening 

pathways serving as catalysts (Jafar et al., 2019; Jong et al., 2021). Because 

SMU is a distal construct that is likely to have a minimal direct impact on JP, 

the study believes that the usefulness of SM on JP could be largely dependent 

on its capability to cultivate other employee-related constructs closely 

associated with JP. This led to the selection of thriving as the key mediational 

factor accounting for the association between SMU and JP. To the best of the 

researcher’s knowledge, no single study has examined this potential explanatory 

pathway in the SMU-JP link. The study also argues that self-regulation 

modulates SMU by developing a sense of responsibility that helps employees 

stay focused on tasks to attain desirable work outcomes. Therefore, whether 

self-regulation interacts with SMU to shape employees’ sense of thriving for 

better JP remains an open empirical question. 

The study is significant given that organisations are concerned about the 

consequences of SMU in the workplace as well as the mechanism at play in the 

SMU-JP link, and the results can serve as a guideline for organisations, 

managers, and employees to better SM strategy and practice accordingly. 

Though the extent to which thriving is attained depends on the social context, 

the role of the SM context in facilitating the experience of thriving remains 

underexplored in empirical research (Walumbwa et al., 2018). Additionally, 

prior studies (Khan et al., 2021; Zhao & Yu., 2023) suggest that SMU main 

effect on JP appears highly variable; however, the study considers how 

mediatory variables may help elucidate this relationship. Further, there is a lack 

of clarity on self-regulation conditioning of the adaptive use of SM to facilitate 

positive changes in thriving and ultimately JP (Reinecke et al., 2022). The 

finding will provide insights into the use and effectiveness of self-regulation in 

the SM context for a better appreciation of its link to other employee-relevant 

constructs. More so, Leftheriotis and Giannakos (2014:138) observe that “two 
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out of three employees make occasional use of social media for their work”. The 

reason is not farfetched from the rising number of active SM users in Nigeria 

(Ononye & Igwe, 2017). It is highly likely that the ubiquity of SM has 

permeated organisational life and boundaries to facilitate communication and 

knowledge work (Xiongfei et al., 2016). Because of the prevalence and 

accelerated use of SM, the need to examine SMU for work purposes has 

emerged (Leftheriotis & Giannakos, 2014). Despite this call, studies are still 

limited on the effects of SM on employees’ outcomes in organisations (Song et 

al., 2019). Hence, there is a need for further analysis to improve our 

understanding of the possible benefits of SMU in the workplace within the 

boundaries of geographic context. The findings of such an investigation could 

help organisations in Nigeria reconfigure strategy and practice for the utility of 

SM in the workplace to ensure that the goal of better employee performance is 

not compromised. Therefore, the objective of this study is to demonstrate the 

following: (1) the relationship between SMU and thriving; (2) the relationship 

between thriving and JP; (3) the mediating role of thriving on SMU and JP; and 

(4) the moderating role of self-regulation on SMU and thriving. 

 

 

Literature Review 

Social Media Use and Thriving  

The advancement of SM applications has significantly influenced the work 

environment in which employees operate. This makes its use a contemporary 

issue in organisational studies. Carr and Hayes (2015:50) describe SM as 

“Internet-based channels that allow users to opportunistically interact and 

selectively self-present, either in real-time or asynchronously, with both broad 

and narrow audiences who derive value from user-generated content and the 

perception of interaction with others”. SM applications or technologies are 

being utilised in work practices for communication and engagement (Rasheed et 

al., 2021). In practice, SMU comprises 3 activity levels: consumption (i.e., 

internalising posted information or contents), conversation (i.e., participating or 

engaging in discussions with other individuals or groups), and contribution (i.e., 

sharing knowledge and views through posts and/or comments), as indicated in 

Nayak et al. (2020). Arguably, SM applications have created more boundaryless 

opportunities for connection, communication, and interaction in a collaborative 

paradigm (Mohammad & Usha, 2017). It also fosters other knowledge-related 



NAVIGATING THE DIGITAL WORKPLACE: THE IMPACT OF SOCIAL MEDIA USE ON THRIVING 

AND JOB PERFORMANCE WITH A FOCUS ON SELF-REGULATION 

143 

 
 

 

practices (e.g., knowledge sharing, knowledge creation, knowledge capture, 

knowledge application, and knowledge combination) for the effective leverage 

of collective intelligence (Bik & Goldstein, 2013; Cepeda-Carrion et al., 2022; 

Nisar et al., 2019). By using SM, employees have access to social support 

structures that facilitate and enable resource sharing and generation. The 

resources shared or generated can provide either or both instrumental and 

affective benefits to employees (Luo et al., 2018). Nayak et al. (2020) state that 

SM presents ample opportunities for organisations to foster a culture of positive 

reinforcement and a sense of community, which underlines its importance for 

work attitude, behaviour, and performance. In summary, SMU forms part of a 

transformative culture, providing numerous benefits for employee and 

organisation communication (Rasheed et al., 2021). 

Thriving is a psychological condition for the joint experience of learning (the 

acquisition and application of knowledge for competency building) and vitality 

(the positive feeling associated with being active, energetic, and enthused at 

work). This psychological condition comprises both cognitive (learning) and 

affective (vitality) components, and a variation in one component may cause 

employees to experience less or more thriving (Ononye, 2023). It is a 

continuous process and not a one-time psychological state (Spreitzer et al., 

2005). This suggests that it is not a stable but a temporal psychological 

disposition that needs to be rightly reinforced across changing circumstances 

(van der Walt 2018). The benefit of treating them as a composite construct 

rather than an individual construct is that more desirable consequences or 

outcomes are realised when both are evident in a given context (Ononye, 2022).  

Spreitzer et al.’s (2005) socially embedded model of thriving suggests that 

learning and vitality are socially constructed, and SM can provide a social 

support system for the conveyance and convergence of resources to affect 

individuals’ sense of thriving. By using SM, thriving is either supported or 

impeded by the connections between employees, resources, and opportunities. It 

is possible that resource sharing and resource generation play an important part 

in the appropriate use of technology, and this makes SM relevant because it 

provides an extended social context that cultivates different work resources, 

enabling the experience of thriving (Hussain et al., 2022; Peters et al., 2021). 

Besides, other antecedent variables of thriving, such as information sharing, 
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friendship, relationship building, constructive conversations, supportive 

environments, participation, and collaborative relationships, are, to an extent, 

reflective of SM affordances (Abid & Contreras, 2022; Kietzmann et al., 2011; 

Kleine et al., 2019). These affordances carry with them the promise of better 

behavioural engagement, with the possibility of restructuring work to meet 

changing personal and work demands. Both behavioural engagement and 

thriving include a vitality/vigour component, but thriving includes learning, 

whereas behavioural engagement comprises absorption and dedication (Van der 

Walt, 2018). It is apt to point out that learning and absorption, though 

conceptually distinct, are characterised by the use of cognitive processes to 

guide efforts in the workplace.  

Rasheed et al. (2021) argue that organizations that foster effective 

communication processes experience high employee engagement. This may be 

true because the conversational and collaborative features of communication 

processes contribute to the positive feeling of relatedness and connectedness in 

the context of the work environment. In a communication setting, relations and 

connections enable effective information and knowledge flow (Mohammad & 

Usha, 2017). SM-based communication effect on employee engagement 

(Rasheed et al., 2021) may be the same for thriving because both employee 

engagement and employee thriving are somewhat related. Ostic et al. (2021) 

utilised the social capital theory to argue that SMU impacts the positive 

psychological state of an employee by increasing the resources embedded in his 

or her social network. Thriving is a positive psychological state attained through 

socialisation (Ononye, 2022) and, thus, can be impacted by SMU. Liu et al. 

(2021) demonstrated that the use of enterprise SM for both work and social 

tasks positively impacts employees’ thriving.Thus, it can be implied that the use 

of generic SM applications can achieve the same result regarding thriving. 

Based on the above arguments, the study developed the following hypothesis. 

H1: There is a positive and significant relationship between SMU and thriving. 

Mediating Role of Thriving between Social Media Use and Job Performance 

While thriving can be influenced by SMU, it can also lead to a variety of 

positive outcomes for employees and organisations, one of which is JP. 

Arguably, employees who achieve a state of thriving can perform well in 
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diverse organisational settings due to their self-development concept, adaptation 

abilities, and motivational orientation to work. The formation of a positive 

psychological state enables them to develop additional work resources to fuel 

behaviours necessary for optimal functioning and performance improvement. 

Thriving association with JP has been confirmed in previous empirical studies 

(Ali et al., 2018; Elahi et al., 2019; Hussain et al., 2022). More so, thriving has 

been operationalised as an intermediary construct in studies involving work 

behaviour(s) and JP. For instance, Elahi et al. (2019) examined workplace 

behavioural predictors of JP through the mediation of thriving, and the study 

found that thriving mediation was positive and significant. A similar mediation 

result was also achieved in a study conducted by Ali et al. (2018) on the 

relationship between empowering leadership, thriving at work, and JP.  

Studies (Khan et al., 2021; Zhao & Yu, 2023) observed that SMU effect on 

work outcomes is complex and cannot be determined by simple causality in a 

specified relationship. This affirmed the suggestion of Kasćelan et al. (2020) 

that organisational performance can indirectly be affected by information 

technology resources due to their influence on knowledge management 

practices, such as knowledge sharing. Knowledge sharing is one of the 

preconditions for thriving (Ononye, 2022). For this reason, the relevance and 

utility of SM are determined by the extent of its relatedness to behaviours and 

practices associated with thriving. Spreitzer et al.’s (2005) socially embedded 

model of thriving suggests that thriving can act as a mediator in channelling SM 

benefits (information sharing, supportive relationships, and access to relational 

and knowledge resources) to different thriving outcomes, such as JP (Abid & 

Contreras, 2022; Kleine et al., 2019). In other words, the technological context 

(SM) provides the activity or mechanism in which individuals obtain important 

job resources to function effectively and efficiently at work. The quality of job 

resources impacts the emergence of certain personal resources (thriving) in 

employees, which in turn modulate different performance variables (JP).  Given 

the social capital theory, this may be true because relationships formed on SM 

platforms create value for employees as they provide important resources that 

can be used to realise positive outcomes, such as thriving and JP. Thus, SMU 

may improve thriving, which has a positive effect on JP. Based on the 

arguments, the study formed the second and third hypotheses. 
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 H2: There is a positive and significant relationship between thriving and JP. 

H3: The positive and significant relationship between SMU and JP is mediated 

by thriving. 

Moderating Role of Self-regulation on Social Media Use and Thriving 

Self-regulation has become a topical theme in social knowledge management 

literature. By definition, it represents the competency or ability of an individual 

to adapt behaviour, cognition, and emotion according to standards or goals 

conditioned by the person-work context. The application of self-regulation is to 

increase employee effectiveness in any given activity through goal setting, self-

monitoring, self-control, and self-reinforcement. The capacity for self-regulation 

varies among employees due to individual differences and can be learned 

through experience, and self-reflection or feedback (Popa, 2015). The use of 

self-regulatory processes promotes attention control in the realisation of a 

plethora of planned employee goals (Khan et al., 2021; Reinecke et al., 2022). 

The attainment of high thriving and JP from SMU is an important goal realised, 

in part, by the self-regulation of cognitive, emotional, and behavioural 

processes. Morosanova (2013:252) states that “goal-oriented regulation of an 

individual’s activity is the main mechanism providing a productive relationship 

between subjective, objective, and social reality”. 

Mauroner (2016) argued that SMU may attenuate positive employee behaviours 

when it impedes employees’ functionality during working hours. Self-regulation 

enables work-related considerations to underpin SMU for productive work 

behaviours to be well-guided and maintained (Khan et al., 2021; Reinecke et al., 

2022). In other words, self-regulation provides the internal resources or cues 

required to exploit the affordances of SM in a controlled and purposeful manner 

to ensure the generative and functional benefits from its utility are realised fully. 

Drawing from the psychological flow theory, the need for self-regulation stems 

from the motivation to reduce SMU negative effects (e.g., addiction, distraction, 

stress, and technology-based work conflicts) and help employees focus on 

specific tasks and assignments through self-discipline, self-direction, and self-

determination (Cziksentmihalyi, 1990). MacCormick et al. (2012) suggest that 

mental recovery is ensured by self-regulation to optimise knowledge work. 

Arguably, by using self-regulation to buffer the connection between SMU and 
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thriving, employees with a high sense of thriving can benefit from SMU to 

strengthen JP.  In line with this argument, the study developed the fourth 

hypothesis. 

H4: The positive and significant relationship between SMU and thriving is 

moderated by self-regulation. 

The formulated hypothetical statements about the relationships between SMU, 

thriving, and JP were integrated and presented in the research framework in 

Figure 1. Summarily, the study argues that SMU influence on JP will be 

effective if it stimulates thriving. However, the SMU-thriving link may be 

somewhat ambiguous because there could be certain boundary conditions (self-

regulation) enabling this link.  

                        

Figure 1: The research framework 
Source: Developed by the Researchers, 2022. 

 

Data and Methods   

 

The participants are academics employed at Delta State University, Delta State, 

Nigeria. The random sampling technique, which gives an equal opportunity for 

the selection of respondents, was utilised for data collection from the state-

owned universities. As knowledge workers, academics often engage in 

knowledge exchange within and outside organisational boundaries to enrich 

work practices in teaching and research. Mauroner (2016) observes that many of 

them recognise the huge potential of SM applications for visibility and 

constructive conversation, which are necessary to trigger knowledge-related 

behaviours, such as knowledge sharing, knowledge creation, knowledge 

combination, etc. Bik and Goldstein (2013) add that SM is increasingly used by 
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academics to share articles, express their informed opinions and thoughts, post 

updates about or from conferences and meetings, and disseminate information 

about professional opportunities and any other events incidental to academic 

growth and development. The study purposively selected tertiary education 

organisation because they actively encourage staff to be on academic SM 

platforms or groups to network and exchange information, furthering education 

and research. Hence, they will be able to provide credible information on the 

subject matter.  

Consent from management was sought before invitations were sent out to 

participants. The participants who voluntarily agreed to be subjected to the 

survey probe were approached and informed about the purpose of the research. 

The research purpose, assurances of response anonymity, and expected 

questionnaire completion time were explicitly captured in the cover letter, 

which was accompanied by a structured questionnaire. The questionnaire 

included a bio-data section and a section for questions on the study variables. 

The survey was conducted in person in November 2022. Reminders were sent 

out fortnightly to improve the response rate. The participants were guided with 

explanations for questions or comments during the survey exercise. The 274 

questionnaires collected had no missing values and were deemed usable for data 

analysis. Of them, male participants were 143 (52.2%) and females were 131 

(47.8%). The age of participants ranged from 36 to 57 years, with a mean age of 

43.7 years. The graduate degree was classified as a bachelor’s degree, a 

master’s degree, or a doctorate, for which the number of participants was 0, 166, 

and 108, respectively. The mean tenure of the participants was 13.7 years.  

The structured questionnaire utilised in the survey was taken from validated 

scales in extant literature (please find the measurement items in the appendix). 

The questionnaire was rated on a five-point Likert scale of strongly agree (5) to 

strongly disagree (1). Five SMU question items were adapted from Park et al. 

(2017). Sample items include “I use social media often in the workplace”, and 

“I use social media to obtain work-related information”. Ten question items for 

thriving were taken from Porath et al. (2012). Sample items include “I feel alive 

and vital at work”, and “I find myself learning often at work”. Five question 

items for JP were taken from Lee and Lee (2020). Sample items include “I 

always perform better than the acceptable level” and “The quality of my work is 
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excellent”. Seven question items on self-regulation were adopted from Diehl et 

al. (2006). Sample items include “I can concentrate on one activity for a long 

time, if necessary” and “I can control my thoughts from distracting me from the 

task at hand”. Before administering the questionnaire, a pilot study was first 

conducted to determine the quality and appropriateness of the research 

instrument. This was performed on 15 participants who were randomly sampled 

from the target population. The pilot study was conducted from 10th to 14th 

October, 2022. Some of the questions were rephrased slightly to conform with 

the comments of the respondents. This, alongside the use of validated scales 

from prior studies, established content validity (Ononye, 2021). Because 

modifications were made to the questionnaire, the study considered it 

imperative to remove the responses from the pilot study to avoid contamination 

of the data from the final sample. Using the Cronbach alpha, the scales of SMU 

(.722.), thriving (.871), JP (.840), and self-regulation (.797) demonstrated good 

reliability. This test was performed with the Statistical Package for Social 

Science (SPSS) 20.0. 

The data analysis was performed in line with the structural equation modelling 

(SEM) two-step approach espoused by Anderson and Gerbing (1998). The study 

determined the validity and reliability of the measurement model (or outer 

model) through confirmatory factor analysis and, thereafter, estimated the 

significance of the structural model (or inner model) for hypothesis testing. The 

partial least square (PLS) SEM was adopted as the data analytical tool and aided 

by the SmartPLS 3 software. The study followed the rule of thumb in Hair et al. 

(2017) for interpretation of results. 

 

Findings and Discussion  

 

The applicability of the dataset for factor analysis was determined using the 

KMO measure of sampling adequacy, and the resulting values (SMU = .725, 

thriving = .803, JP = .788, self-regulation = .741) were above the minimum 

limit of .60. The Barlett’s test of sphericity scores were all significant at p < 

0.05, confirming that the dataset was factorable. Because the study made use of 

self-reported cross-sectional data, Harman’s single factor test was conducted 

using SPSS 20.0 software to ensure there was no concern of common method 

bias (CMB). The variance explained by the general factor was 32.57, which is 
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less than the satisfactory total variance limit of 50% (Podsakoff et al., 2003). 

Therefore, the issue of CMB was not serious in this study and would not 

compromise the validity of the results. The study proceeded to establish the 

validity and reliability of the measurement model. Following the acceptance 

criteria in Hair et al. (2017), factor loadings [FL] for each latent construct 

should exceed the cut-off point of .707, composite reliability [CR] should be 

above .70, and average variance extracted [AVE] should be above the 

acceptable limit of .50. Table 1 showed that the FL, CR, and AVE values satisfy 

the acceptance criteria. In other words, satisfactory item reliability, construct 

reliability, and convergent validity were achieved with FL, CR, and AVE, 

respectively. Additionally, using the Fornell-Larcker criterion, there was no 

discriminant validity issue because the correlation of each construct (bolded 

correlation values) was greater than the inter-construct correlations (non-bolded 

correlation values). Having confirmed the quality of the measurement model, 

the study proceeded to the next step, which is the estimation of the structural 

model for hypothesis testing of the direct, mediation, and moderation effects in 

the hypothesised paths. More so, the bootstrap method using 1000 sub-samples 

was applied to examine the significance of the hypothesised relationships (Hair 

et al., 2017). The product indicator calculation approach was used to test the 

moderation effect of self-regulation. 

Table 1: Assessment of the Outer Model 

Constructs FL range  

> .70 

  CR 

   > .70 

AVE 

> .50 

1 2 3 

 
4 

1 Thriving  .726 - .814  .727 .604 .777    

2 JP .731 - .822 .768 .550 .105 .742   

3 Self-

regulation 

.792 - .875 .820 .591 .297 .095 .769  

4 SMU .765 - .793 .776 .634 .118 .209 .098 .796 

Source: Research results, 2023 
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Table 2: Assessment of Inner Model 

  Paths β P-value Remark 

1 SMU  Thriving 0.117 0.000 Significant 

2 Thriving  JP 0.283 0.000 Significant 

3 SMU  JP 

SMU  Thriving  JP 

0.108 

0.120 

0.061 

0.000 

Insignificant  

Significant 

4 Self-regulation*SMU  

Thriving 

0.109 0.020 Significant 

Note: P < 0.05       R
2
 = .457, β = beta values 

Source: Research results, 2023 

Table 2 presents the structural model estimates for the hypothesised paths. The 

R
2 

indicates that the research model explains 45.7% variation in JP, which 

suggests a moderate predictive power as recommended by Chin (1998). H1 

predicted that there is a positive and significant relationship between SMU and 

thriving, and the result (β = 0.117, p = 0.000) is highly supportive of this 

statement. The positive and significant PLS estimate confirms support for H1. 

This finding concurs with Ostic et al. (2021) and Liu et al. (2021) on the 

positive connection between SMU and thriving. It also agrees with the 

arguments drawn from Spreitzer et al.’s (2005) socially embedded model of 

thriving that SM provides a social environment and support system, effectuating 

positive changes in one’s experience of thriving. The positive and significant 

link may be connected to the fact that some antecedent variables of thriving 

form part of SM functions or benefits to its users (Abid & Contreras, 2022; 

Kietzmann et al., 2011; Kleine et al., 2019). It is plausible to state that the 

activation and reinforcement of thriving can be one of the psychological 

benefits of SMU.  

H2 argued that there is a positive and significant relationship between thriving 

and JP. The PLS result (β = 0.283, p = 0.000) confirmed the validity of this 

argument. Thus, H2 was accepted. As expected, this finding agrees with the 

position of previous studies (Ali et al., 2018; Elahi et al., 2019; Hussain et al., 
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2022) that reported the same positive and significant thriving-JP relationship. 

This finding affirmed the arguments drawn from the socially embedded model 

of thriving that thriving influences employees’ adaptive functioning to enable 

them to achieve better JP. This is because the shared experience of learning and 

vitality enables employees to build additional resources necessary for 

introducing positive changes into the productive aspects of their job.  

H3 proposed that the positive and significant relationship between SMU and JP 

is mediated by thriving, and the PLS result (β = 0.120, p = 0.000) found this 

proposition to be true. Thus, H3 was supported. The finding is consistent with 

Ali et al. (2018), Elahi et al. (2019), and Spreitzer et al. (2005), who found that 

thriving is an important intermediary variable in relationships involving work 

behaviours and performance outcomes. More so, it aligns with the argument of 

Kasćelan et al. (2020), Khan et al. (2021), and Zhao and Yu (2023) that SMU 

effects on performance outcomes are conveyed by specified intervening 

knowledge-related behaviours and practices, such as knowledge sharing and 

learning. The partial mediation role of thriving was established in the 

relationship, which suggests that there may be other contextual variables not 

included in this relationship at play. Given that the specific indirect effect (β = 

0.120, p = 0.000) is higher than the direct effect (β = 0.108, p = 0.061) in the 

SMU-JP link, optimality in effect can be achieved through the mediational 

pathways of thriving. It can be inferred that a stronger effect is achieved when 

complementary variables, like thriving, are introduced and developed to form a 

mediatory pathway between SMU and JP 

H4 stated that the positive and significant relationship between SMU and 

thriving is moderated by self-regulation. The positive and significant PLS result 

(β = 0.109, p = 0.000) demonstrates that moderating influence exists in the 

stated relationship, which provides proof to support H4. The finding revealed 

that self-regulation plays a significant role in SMU determination of thriving 

among employees. This reinforces the position of past studies (Khan et al., 

2021; Reinecke et al., 2022) that self-regulation is an important boundary 

condition in a SM context. This is because the ability to self-regulate makes the 

use of SM intentional in achieving desired outcomes, like thriving. When SMU 

is properly managed, employees can effectively adjust behavioural patterns to 

changing contextual demands and requirements, which improves their adaptive 
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functioning at work. This helps to buffer the negative side of SMU to ensure 

employees can purposefully cultivate a positive sense of progress and 

momentum through self-control, thereby improving their JP. It can be argued 

that thriving and JP are positive outcomes of SMU when self-regulation is 

applied in practice. The implications for theory and practice are discussed in the 

next section. 

Conclusion 

The study proposed a hypothetical research framework to examine the 

relationship between social media use, thriving, and job performance, given 

self-regulation as a moderating ability. In doing so, data were collected from 

274 academics at Delta State University, Delta State, Nigeria, and subjected to 

the partial least square (PLS) protocol. Given the PLS results, the study 

concluded that the interaction between self-regulation and social media use 

affects thriving and, in turn, enhances job performance. This has important 

implications for theory and practice. 

From a theoretical perspective, the results were presented in the research 

framework to indicate the contextual variables enabling the social media use 

and job performance link. This broadens our understanding of how social media 

use influences job performance because studies have suggested that the impact 

of social media on performance outcomes is complex and cannot be determined 

by simple causality (Kasćelan et al., 2020; Khan et al., 2021; Zhao & Yu, 2023). 

The study focused on the roles of certain psychological factors (self-regulation 

and thriving) previously ignored that underpin the social media use and job 

performance link. In doing so, the study provided clarity on self-regulation 

conditioning of the adaptive use of social media, which has been lacking in 

empirical studies, as indicated in Reinecke et al. (2022). Furthermore, the study 

extends the burgeoning empirical information on Spreitzer et al.’s (2005) 

socially embedded model of thriving that self-regulated social media use fosters 

the shared experience of thriving and, in turn, performance outcomes because 

some of its functions form part of the antecedents of thriving. This is among the 

first study to determine the mediating role of thriving in a social media context, 

as studies have focused on behavioural antecedents connected to social media 

affordances (e.g., knowledge sharing, supportive relationships/environment, 

friendship, relationship-building, psychological/cognitive engagement) (Abid & 
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Contreras, 2022; Kietzmann et al., 2011; Kleine et al., 2019). Elahi et al. (2019) 

observed that previous investigations on the mediational role of thriving were 

conducted in a Western country context; this study extends the literature by 

confirming the mediating role of thriving in an African country context 

(Nigeria). 

From a practical perspective, managers should encourage the regulated use of 

social media to ensure it stays effective for the realisation of desirable work 

benefits. This calls for the training of staff to enable them to address 

conceptions and misconceptions of SMU, and develop competencies and 

strategies for the regulated and productive use of social media applications. 

Further, with the increasing social media use among employees, communication 

may likely occur with or without management’s approval. Managers should 

formulate a clear social media policy or framework to ensure the appropriate 

and guided use of this technology in the workplace. Even so, they should have 

an evaluation mechanism for this policy so it cultivates social practices 

triggering the implicit motivation for thriving. Specifically, managers can 

encourage employees to engage in discussions and sharing of social media 

experiences and their implications on job performance. Best practices can be 

learned from such constructive conversations to guide employee and 

organisational action on social media use. Considering the centrality of thriving 

in the social media context, a psychometric evaluation of thriving can be 

conducted periodically to enable them to determine the effectiveness of social 

media in furthering employee performance on the job. Additionally, social 

media presents ubiquitous communication and knowledge-related opportunities 

of benefit to both employees and organisation, however, it cannot completely 

replace, but complement or assist, other existing communication systems or 

practices. This calls for intelligent adoption because its use in the workplace is 

nascent, and there is still more to know about this emerging communication 

tool. 

Although the study provided a snapshot of the link between social media use, 

thriving, and job performance, given self-regulation as a moderating variable, it 

was restricted to a tertiary education organisation in Southern Nigeria using 

cross-sectional data. Future studies should expand the sectorial, organisational, 

and geographic scope to improve the generality of the findings. More so, they 
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should make use of longitudinal datasets for better inference drawing. The study 

equally examined the effects of social media use on the composite experience of 

thriving dimensions: learning and vitality. Others may determine how social 

media use impacts these dimensions separately because its effect may be more 

on one than the other. 

 

Declaration of Conflicting Interests     

The authors declared no potential conflicts of interest with respect to the 

research, authorship, and publication of this article.  

 
References    

Abid, G., & Contreras, F. (2022). Mapping thriving at work as a growing 

concept: review and directions for future studies. Information, 13, 383. 

https:// doi.org/10.3390/info13080383  

Ali, M., Lei, S., Jie, S. Z., & Rahman, A. M. (2018). Empowering leadership 

and employee performance: A mediating role of thriving at work. 

International Journal of Asian Business and Information Management, 9(2). 

https://doi.org/10.4018/IJABIM.2018040101 

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in 

practice: A review and recommended two-step approach. Psychological 

Bulletin 103(3), 411-423.  https://doi.org/10.1037/0033-2909.103.3.411.  

Bik, H. M., & Goldstein, M. C. (2013). An introduction to social media for 

scientists. PLoS Biol 11(4): e1001535. 

https://doi.org/10.1371/journal.pbio.1001535  

Carmeli, A., & Spreitzer, G. M. (2009). Trust, connectivity, and thriving: 

Implications for innovative behaviors at work. The Journal of Creative 

Behavior, 43(3), 169-191.Available at: https://doi.org/10.1002/j.2162-

6057.2009.tb01313.x. 

Carr, C. T., & Hayes, R. A. (2015). Social media: Defining, developing, and 

divining. Atlantic Journal of Communication, 23(1), 46-65. 

Cepeda-Carrion, I., Ortega-Gutierrez, J., Garrido-Moreno, A., & 

Cegarra-Navarro, J-G. (2022). The Mediating Role of Knowledge Creation 

Processes in the Relationship Between Social Media and Open Innovation. 

Journal of the Knowledge Economy. https://doi.org/10.1007/s13132-022-

00949-4 

https://doi.org/10.1002/j.2162-6057.2009.tb01313.x
https://doi.org/10.1002/j.2162-6057.2009.tb01313.x


ONONYE, OJIEH AND OFUNE 

 
 
 

 

Chin, W. W. (1998). The Partial Least Squares Approach to Structural Equation 

Modelling. Modern Methods for Business Research, 295(2), 295–336. 

Cziksentmihalyi, M. (1990). Flow: The psychology of optimal experience. 

Harper & Row, New York. 

Diehl, M., Semegon, B. A., & Schwarzer, R. (2006). Assessing attention control 

in goal pursuit: A component of dispositional self-regulation. J Pers Assess., 

86(3), 306-317. 

Elahi, N. S., Abid, G., Arya, B., & Farooqi, S. (2019). Workplace behavioral 

antecedents of job performance: Mediating role of thriving. The Service 

Industries Journal, 40(11-12), 755-776. 

https://dx.doi.org/10.1080/02642069.2019.1638369 

Hair, F. J., Hult, M. T. G., Ringe, M. C., & Sarstedt, M. (2017). A primer on 

partial least squares structural equation modeling (PLS-SEM), 2nd ed. 

Sage: Los Angeles. 

Hussain, Z., Farid, H., Liu, X., & Abbass Shaheen, W. (2022). Unveiling the 

effects of stressors on task performance: The role of thriving at work and 

resilience. Front. Psychol., 13, 896505. 

https://doi.org/10.3389/fpsyg.2022.896505 

Igwe, A., & Ononye, U. H. (2020). Social media use and its effect on 

knowledge sharing: evidence from public organisations in Delta State, 

Nigeria. Interdisciplinary Journal of Information, Knowledge, and 

Management, 15, 25-37. https://doi.org/10.28945/4503  

Jafar, S. M. R., Geng, S., Ahmad, W., Niu, B., & Chan, T. S. F. (2019). Social 

media usage and employee’s job performance: The moderating role of social 

media rules. Industrial Management & Data System, 119(9), 1908-1925. 

https://doi.org/10.1108/IMDS-02-2019-0090 

Jong, D., Chen, S-C., Ruangkanjanases, A., & Chang, Y-H. (2021). The impact 

of social media usage on work efficiency: The perspectives of media 

synchronicity and gratifications. Front. Psychol., 12, 693183. 

https://doi.org/10.3389/fpsyg.2021.693183 

Kasćelan, L., Pejić Bach, M., Rondović, B., & Đuričković, T. (2020). The 

interaction between social media, knowledge management and service 

quality: A decision tree analysis. PLoS ONE, 15(8), e0236735. 

https://doi.org/10.1371/journal. pone.0236735 

https://dx.doi.org/10.1080/02642069.2019.1638369


NAVIGATING THE DIGITAL WORKPLACE: THE IMPACT OF SOCIAL MEDIA USE ON THRIVING 

AND JOB PERFORMANCE WITH A FOCUS ON SELF-REGULATION 

157 

 
 

 

Khan, A. N., Khan, N. A., & Moin, F. M. (2021). Self-regulation and social 

media addiction: A multi-wave data analysis in China. Technology in Society, 

64, 101527. https://doi.org/10.1016/j.techsoc.2021.101527  

Kleine, A-K., Rudolph, C. W., & Zacher, H. (2019). Thriving at work: A meta-

analysis. Journal Organ Behav, 40, 973– 999. 

https://doi.org/10.1002/job.2375 

Kietzmann, H. J., Hermkens, K., McCarthy, P. I., & Silvestre, S. B. (2011). 

Social media? Get serious! Understanding the functional building blocks of 

social media. Business Horizon, 54, 241-251. 

https://doi.org/10.106/j.bushor.2011.01.005 

Lee, Y. S., & Lee, W. S. (2020). Social media use and job performance in the 

workplace: The effects of Facebook and Kakaotalk use on job performance 

in South Korea. Sustainability, 12, 4052. 

http://dx.doi.org/10.3390/su12104052 

Leftheriotis, I., & Giannakos, N. M. (2014). Using social media for work: 

Losing your time or improving your work? Computers in Human Behaviour, 

31, 134-142. http://dx.doi.org/10.1016/j.chb.2013.10.016  

Liu, D. X., Hou, B., Liu, Y., & Liu, P. (2021). Falling in love with work: The 

effect of enterprise social media on thriving at work. Front. Psychol., 12, 

769054. https://doi.org/10.3389/fpsyg.2021.769054 

Luo, N., Guo, X., Lu, B., & Chen, G. (2018). Can non-work-related social 

media use benefit the company? A study on corporate blogging and affective 

organizational commitment. Computers in Human Behaviour, 81, 84-92. 

https://doi.org/10.1016/j.chb.2017.12.004 

MacCormick, S. J., Dery, K., & Kolb, G. D. (2012). Engaged or just connected? 

Smartphones and employee engagement. Organisational Dynamics, 41, 194-

201. 

Mauroner, O, (2016) Social media for the purpose of knowledge creation and 

creativity management: A study of knowledge workers in Germany. Int. J. 

Learning and Intellectual Capital, 13(2/3), 167–183.                             

Mohammad, F. N., & Usha, L. (2017). The impact of social media and 

collaboration on Gen Y employees’ engagement. International Journal of 

Development Issues, 16(3), 289-299, https://doi.org/10.1108/IJDI-04-2017-

0041 

https://doi.org/10.1002/job.2375
http://dx.doi.org/10.3390/su12104052


ONONYE, OJIEH AND OFUNE 

 
 
 

 

Morosanova, V. I. (2013). Self-regulation and personality. Procedia - Social and 

Behavioral Sciences, 86, 452-457. 

https://doi.org/10.1016/j.sbspro.2013.08.596 

Nayak, C. B., Nayak, K. G., & Jena, D. (2020). Social recognition and 

employee engagement: The effect of social media in organisations. 

International Journal of Engineering Business Management, 12, 1-12. 

https://doi.org/10.1177/1847979020975109 

Nieves, J., & Osorio, J. (2013). The role of social networks in knowledge 

creation. Knowledge Management Research & Practice, 11, 62-77. 

Nisar, M. T., Prabhakar, G., & Strakova, L. (2019). Social media information 

benefits, knowledge management and smart organizations. Journal of 

Business Research, 94, 264-272. 

https://doi.org/10.1016/j.jbusres.2018.05.005 

Ononye, U. H. (2023). Authentic leadership, leader-member exchange, job 

thriving and creativity nexus from public organisation context. European 

Journal of Management Issues, 31(2), 93-101. 

https://doi.org/10.15421/192308. 

Ononye, U. (2022). Linking tacit knowledge sharing to employee innovation 

with job thriving as a mediational factor: A public sector perspective. 

International Journal of Public Policy and Administration Research, 9(2), 

22-32. https://doi.org/10.18488/74.v9i2.3022 

Ononye, U. H. (2021). Tacit knowledge and innovation: Insights from the public 

sector in Delta State, Nigeria. Journal of Information & Knowledge 

Management, 20(03), 2150032. https://doi.org/10.1142/s0219649221500325. 

Ononye, U. H., & Igwe, A. (2017). The utilisation of Facebook for knowledge 

sharing in selected local government councils in Delta State, Nigeria. 

Interdisciplinary Journal of Information, Knowledge, and Management, 12, 

269-282. https://doi.org/10.28945/3854  

Ostic, D., Qalati, S. A., Barbosa, B., Shah, S. M. M., Galvan Vela, E., Herzallah, 

A. M., & Liu, F. (2021). Effects of social media use on psychological well-

being: A mediated model. Front. Psychol., 12, 678766. 

https://doi.org/10.3389/fpsyg.2021.678766  

Park, Y. J., Sung, S. C., & Im, I. (2017). Does social media use influence 

entrepreneurial opportunity? A review of its moderating role. Sustainability, 

9, 1593. http://dx.doi.org/10.3390/su9091593 

https://doi.org/10.1016/j.sbspro.2013.08.596
https://doi.org/10.1142/s0219649221500325


NAVIGATING THE DIGITAL WORKPLACE: THE IMPACT OF SOCIAL MEDIA USE ON THRIVING 

AND JOB PERFORMANCE WITH A FOCUS ON SELF-REGULATION 

159 

 
 

 

Peters, S. E., Sorensen, G., Katz, J. N., Gundersen, D. A., & Wagner, G. R. 

(2021). Thriving from work: Conceptualization and measurement. Int. J. 

Environ. Res. Public Health, 18, 7196. https://doi.org/10.3390/ 

ijerph18137196  

Podsakoff, P., MacKenzie, S., & Lee, J. (2003). Common method biases in 

behavioral research: A critical review of the literature and recommended 

remedies. J. Appl. Psychol., 88(5), 879–903. https://doi.org/10.1037/0021-

9010.88.5.879 

Popa, D. (2015). The relationship between self-regulation, motivation and 

performance at secondary school students. Procedia - Social and Behavioral 

Sciences, 191, 2549-2553. https://doi.org/10.1016/j.sbspro.2015.04.410 

Porath, C., Spreitzer, G., Gibson, C., & Garnett, F. G. (2012). Thriving at work: 

Toward its measurement, construct validation, and theoretical refinement. 

Journal of Organizational Behavior, 33(2), 250-275.  

https://doi.org/10.1002/job.756.  

Rasheed, M. A., Hookmani, A. A., Waleed, S., Fatima, H. S., Siddiqui, S., 

Khurram, M., & Hasan, B. S. (2021). Implementation and evaluation of a 

social media-based communication strategy to enhance employee 

engagement: Experiences from a children’s hospital, Pakistan. Front. Public 

Health, 9, 584179. https://doi.org/10.3389/fpubh.2021.584179 

Reinecke, L., Gilbert, A., & Eden, A. (2022). Self-regulation as a key boundary 

condition in the relationship between social media use and well-being. 

Current Opinion in Psychology, 45, 101296. 

https://doi.org/10.1016/j.copsyc.2021.12.008 

Song, Q., Wang, Y., Chen, Y., Benitez, J., & Hu, J. (2019). Impact of the usage 

of social media in the workplace on team and employee performance. 

Information & Management, 56(8), 103160. 

https://doi.org/10.1016/j.im.2019.04.003. 

Spreitzer, G., Jane, D., Scott, S., & Adam, G. (2005). A socially embedded 

model of thriving at work. Organization Science, 16(5), 537-549. 

https://doi.org/10.1287/orsc.1050.0153. 

Van der Walt, F. (2018). Workplace spirituality, work engagement and thriving 

at work. SA Journal of Industrial Psychology, 44, a1457. https://doi. 

org/10.4102/sajip.v44i0.1457 

Walumbwa, F. O., Muchiri, M. K., Misati, E., Wu, C., & Meiliani, M. (2018). 

Inspired to perform: A multilevel investigation of antecedents and 

https://doi.org/10.1287/orsc.1050.0153


ONONYE, OJIEH AND OFUNE 

 
 
 

 

consequences of thriving at work.  Journal of Organizational Behavior, 

39(3), 249-261. https://doi.org/10.1002/job.2216. 

Xiongfei, C., Xitong, G., Douglas, V., Xi, Z. (2016). Exploring the influence of 

social media on employee work performance. Internet Research, 26(2), 529-

545. http://dx.doi.org/10.1108/IntR-11-2014-0299. 

Zhao, T. A., & Yu, Y. (2023). Employee online personal/professional boundary 

blurring and work engagement: Social media anxiety as a key contingency. 

Computer in Human Behaviour Reports, 9, 100265. 

https://doi.org/10.1016/j.chbr.2022.100265 

 

Appendix: measurement items 

Social Media Use 

1. I use social media often in the workplace 

2. I use social media to obtain work-related information and knowledge 

3. I use social media to disseminate work-related information and knowledge 

4. I use social media to maintain and strengthen communication with others 

within and outside work 

5. I use social media to develop new contacts within and outside work 

Thriving 

6. I feel alive and vital at work  

7. At work, I have energy and spirit  

8. I do not feel very energetic at work  

9. I feel alert and awake at work  

10. I am looking forward to each new day  

11. At work, I find myself learning often 

12. I continue to learn more and more as time goes by  

13. I see myself continually improving at work  

14. I am not learning at work  

15. I have developed a lot as a person 

Job Performance 

16. I always perform better than the acceptable level 

17. I often perform better than can be expected from me 

18. I often put extra effort in my work.  

19. I intentionally put a great deal of effort in carrying out my job.  

20. The quality of my work is excellent. 
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Self-regulation 

21. I can concentrate on one activity for a long time, if necessary 

22. If I am distracted from an activity, I don’t have any problem coming back to 

the topic quickly. 

23. If an activity arouses my feelings too much, I can calm myself down so that I 

can continue with the activity soon.  

24. If an activity requires a problem-oriented attitude, I can control my feelings.  

25. I can control my thoughts from distracting me from the task at hand. 

26. After an interruption, I don’t have any problem resuming my concentrated style 

of working.  

27. I stay focused on my goal and don’t allow anything to distract me from my 

plan of action. 

 


