
Kanwal, Noreen; Isha, Ahmad Shahrul Nizam Bin; Salleh, Rohani Bt; Kanwal,
Nosheen; Al-Mekhlafi, Al-Baraa Abdulrahman

Article

Paradoxical effects of social media use on workplace
interpersonal conflicts

Cogent Business & Management

Provided in Cooperation with:
Taylor & Francis Group

Suggested Citation: Kanwal, Noreen; Isha, Ahmad Shahrul Nizam Bin; Salleh, Rohani Bt;
Kanwal, Nosheen; Al-Mekhlafi, Al-Baraa Abdulrahman (2023) : Paradoxical effects of social
media use on workplace interpersonal conflicts, Cogent Business & Management, ISSN
2331-1975, Taylor & Francis, Abingdon, Vol. 10, Iss. 1, pp. 1-13,
https://doi.org/10.1080/23311975.2023.2200892

This Version is available at:
https://hdl.handle.net/10419/294391

Standard-Nutzungsbedingungen:

Die Dokumente auf EconStor dürfen zu eigenen wissenschaftlichen
Zwecken und zum Privatgebrauch gespeichert und kopiert werden.

Sie dürfen die Dokumente nicht für öffentliche oder kommerzielle
Zwecke vervielfältigen, öffentlich ausstellen, öffentlich zugänglich
machen, vertreiben oder anderweitig nutzen.

Sofern die Verfasser die Dokumente unter Open-Content-Lizenzen
(insbesondere CC-Lizenzen) zur Verfügung gestellt haben sollten,
gelten abweichend von diesen Nutzungsbedingungen die in der dort
genannten Lizenz gewährten Nutzungsrechte.

Terms of use:

Documents in EconStor may be saved and copied for your
personal and scholarly purposes.

You are not to copy documents for public or commercial
purposes, to exhibit the documents publicly, to make them
publicly available on the internet, or to distribute or otherwise
use the documents in public.

If the documents have been made available under an Open
Content Licence (especially Creative Commons Licences), you
may exercise further usage rights as specified in the indicated
licence.

  https://creativecommons.org/licenses/by/4.0/

https://www.econstor.eu/
https://www.zbw.eu/
http://www.zbw.eu/
https://doi.org/10.1080/23311975.2023.2200892%0A
https://hdl.handle.net/10419/294391
https://creativecommons.org/licenses/by/4.0/
https://www.econstor.eu/
https://www.leibniz-gemeinschaft.de/


Full Terms & Conditions of access and use can be found at
https://www.tandfonline.com/action/journalInformation?journalCode=oabm20

Cogent Business & Management

ISSN: (Print) (Online) Journal homepage: www.tandfonline.com/journals/oabm20

Paradoxical effects of social media use on
workplace interpersonal conflicts

Noreen Kanwal, Ahmad Shahrul Nizam Bin Isha, Rohani Bt Salleh, Nosheen
Kanwal & Al-Baraa Abdulrahman Al-Mekhlafi

To cite this article: Noreen Kanwal, Ahmad Shahrul Nizam Bin Isha, Rohani Bt Salleh, Nosheen
Kanwal & Al-Baraa Abdulrahman Al-Mekhlafi (2023) Paradoxical effects of social media use
on workplace interpersonal conflicts, Cogent Business & Management, 10:1, 2200892, DOI:
10.1080/23311975.2023.2200892

To link to this article:  https://doi.org/10.1080/23311975.2023.2200892

© 2023 The Author(s). Published by Informa
UK Limited, trading as Taylor & Francis
Group.

Published online: 12 Apr 2023.

Submit your article to this journal 

Article views: 1983

View related articles 

View Crossmark data

Citing articles: 1 View citing articles 

https://www.tandfonline.com/action/journalInformation?journalCode=oabm20
https://www.tandfonline.com/journals/oabm20?src=pdf
https://www.tandfonline.com/action/showCitFormats?doi=10.1080/23311975.2023.2200892
https://doi.org/10.1080/23311975.2023.2200892
https://www.tandfonline.com/action/authorSubmission?journalCode=oabm20&show=instructions&src=pdf
https://www.tandfonline.com/action/authorSubmission?journalCode=oabm20&show=instructions&src=pdf
https://www.tandfonline.com/doi/mlt/10.1080/23311975.2023.2200892?src=pdf
https://www.tandfonline.com/doi/mlt/10.1080/23311975.2023.2200892?src=pdf
http://crossmark.crossref.org/dialog/?doi=10.1080/23311975.2023.2200892&domain=pdf&date_stamp=12 Apr 2023
http://crossmark.crossref.org/dialog/?doi=10.1080/23311975.2023.2200892&domain=pdf&date_stamp=12 Apr 2023
https://www.tandfonline.com/doi/citedby/10.1080/23311975.2023.2200892?src=pdf
https://www.tandfonline.com/doi/citedby/10.1080/23311975.2023.2200892?src=pdf


MANAGEMENT | RESEARCH ARTICLE

Paradoxical effects of social media use on 
workplace interpersonal conflicts
Noreen Kanwal1*, Ahmad Shahrul Nizam Bin Isha2, Rohani Bt Salleh2, Nosheen Kanwal3 and 
Al-Baraa Abdulrahman Al-Mekhlafi2

Abstract:  The prevalence of social media use urged researchers to identify its ante-
cedents and consequences. However, research related to social media use in occupa-
tional settings has been substantially ignored. Therefore, this study aims to examine 
the effect of job stress on social media use (social media addiction and work-related 
social media activities) and its effect on interpersonal conflict at the workplace. The 
study was conducted using a cross-sectional design. An online questionnaire survey 
was used to collect data from 253 office employees working in the oil and gas industry 
in Malaysia. Structural equation modelling was employed for statistical analysis using 
smart PLS. Results demonstrate a significant positive effect of job stress on social 
media use (social media addiction and work-related activities on social media) and its 
significant positive effect on interpersonal conflict in the workplace. Social media 
behaviour mediates the relationship between job stress and workplace interpersonal 
conflicts. The study findings show that employees use social media to cope with job 
stress, which in turn increases interpersonal conflicts at the workplace. Further, the 
inclination towards social media use indicates the absence of active social support at 
the workplace. The study findings support the efforts of organisational stakeholders to 
manage workplace stress by reducing employee’s dependency on online social media 
and by encouraging “offline active social support” in the offices.

Subjects: Internet & Multimedia - Computing & IT; Legal, Ethical & Social Aspects of IT; 
Work & Organizational Psychology; Mental Health; Occupational Health and Safety 

Keywords: Interpersonal conflicts; job stress; social media addiction; work-related social 
media activities

1. Introduction
Job stress is a key concern in occupational health and safety because it endangers employees’ health 
and well-being. Job stress poses a serious threat to employees’ health (O’Connor et al., 2021). 
According to a report by the National Institute of Occupational Health and Safety NIOSH (2017), 
occupational stress is on the rise, particularly among office workers. Job stress creates mental 
problems in addition to physiological and musculoskeletal disorders (Cooper & Baglioni, 2018). 
Depression, sleeplessness, headaches, and cardiovascular illnesses are all symptoms of chronic stress 
(Kivimäki & Kawachi, 2015). Eventually, it leads to suicide (Milner et al., 2018). Besides health issues, 
productivity loss, high employee turnover, and increased absenteeism and presenteeism are attri-
butes of job stress (Ramlawati et al., 2021; Schmidt et al., 2019; Yazdanirad et al., 2021).
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Employees use different tactics to reduce job stress, such as meditation, yoga, quitting smoking, 
and treating drug addiction. Currently, the use of social media is trending to reduce stress. Social 
media is a platform to build social relations and networks among people with similar interests, 
backgrounds, connections, and activities through the internet (Boyd & Ellison, 2007). Social media 
(Facebook, Twitter, WhatsApp, Instagram, and Snapchat, etc.) are accessible through personal or 
workplace electronic devices like mobile phones, laptops, tablets, and computers. These devices 
connect people virtually, despite spatial and temporal boundaries (Junco, 2012; Luqman et al.,  
2021; Nadkarni & Hofmann, 2012). Employees can share audio, video, images, and even live 
broadcasts through social media websites (Mikal et al., 2021).

According to Statista (2023), the number of social media users has increased by 91.7% from 62% 
in Malaysia, and 17% are spending more than 9 hours on social media websites, which indicates 
excessive use of social media. Employees’ social media use to reduce stress can be viewed in two 
ways (Wolfers & Schneider, 2021). First, spending excessive time on social media to divert their 
attention from job stressors, it can be measured as a social media addiction. Second, employees 
with active involvement in social media talk about their workplace problems and co-workers. In 
this way, they seek social support from online social media friends and yield privileges (i.e., 
sympathy, respect, relaxation in workload, etc.) from co-workers.

In this regard, a literature review revealed three research gaps related to stress coping strate-
gies using social media and their outcomes. First, previous studies largely focused on social, 
behavioural, technological, and mental health factors as antecedents of social media addiction 
(Aksoy, 2018; Al-Samarraie et al., 2021; Aygul & Akbay, 2019; Longstreet & Brooks, 2017; Nguyen 
et al., 2020). All these investigations were conducted on the population of students and adults. The 
factor of job stress and the population of working individuals were ignored in previous research, 
despite the fact that more than 60% of the population consisted of employees and they spent 
more than 60% of their time at work (Thorp et al., 2012). Second, the factors of performance, 
health, and technological conflict were investigated as outcomes of social media addiction. 
However, the phenomena of social media addiction attenuate or exacerbate workplace interper-
sonal relationships remain unaddressed. Specifically, the role of interpersonal conflict in the work-
place was largely ignored. According to Cargill (2019) social media addiction causes relationship 
conflicts due to disregarding surrounding social contacts. This study filled the research gap by 
investigating the effect of social media addiction on workplace interpersonal conflicts.

Third, previous research focused on social support and emotion regulation by diverting attention 
through online connections and watching social media stuff as a stress copying style using social 
media (Abdul Aziz et al., 2015; Coates et al., 2019; Kanwal et al., 2021). Another way to cope with 
stress is by sharing about problems, people, and places through social media posts or activities 
(Valkenburg & Peter, 2007; van Ingen & Wright, 2016; Wolfers & Schneider, 2021). This coping 
strategy and its effect on increasing or decreasing interpersonal conflicts at work have not been 
addressed yet. Thus, this study raises the question, does employees’ social media behaviour 
resolve their workplace problems or lead to intensification? Therefore, this study aims to examine 
the effect of employees’ social media addiction and work-related activities in response to job 
stress on workplace interpersonal conflicts.

The research model of the study (Figure 1) is theorised based on the conservation of resources 
theory (COR) (Hobfoll, 1989), which postulates that employees enthusiastically seek to preserve 
existing resources and acquire new resources. However, their act of resource conservation can gain 
or deplete resources (Hobfoll, 2001), such as the outcome of social media use. In this way, 
employees use social media to cope with and avoid job stress through their social media beha-
viour, which includes building online connections, following, liking, and actively responding to 
superiors and bosses on social media forums. This study contributes to existing research and 
has practical implications in three ways. First, the study has contributed an empirical relationship 
between stress and social media addiction and interpersonal conflicts in occupational settings to 
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the existing research. Related to this, the study findings can be helpful for organisational manage-
ment to improve performance, the health, and wellbeing of the employees and to manage 
interpersonal conflicts in the organisation. Second, this study has added an empirical relationship 
between job stress and social media activities (related to work) of the employees and interpersonal 
conflicts. In this regard, the study findings help organisational stakeholders manage job stress, 
employee social media behaviour, and the resulting interpersonal conflicts at the workplace. Third, 
the study contributes to the theory of conservation of resources by identifying employees work- 
related social media activities as a resource factor.

The rest of the study is structured as the second section that presents the theoretical framework 
and research hypotheses of the study. The third section explains the research method, data, and 
variables. The statistical results of the study are explained in the fourth section, followed by 
a discussion and conclusion in the fifth section. The sixth section presents the practical implica-
tions of the study. Limitations of the study and future research directions are given at the end.

2. Theoretical framework and research hypothesis
Stress is a dysfunctional perception of physical and psychological reactions and stimuli experi-
enced in the process of performing a job. As a result of this dysfunction, employees’ emotions are 
threatened, and psychological dissatisfaction increases (Shin et al., 2021). Employees adopt dif-
ferent strategies to cope with this situation of stress. Stress coping strategies can be positive 
(meditation, yoga, mindfulness, etc.) and negative (smoking, aberrant working behaviour, drug 
addiction, etc.) as well. Employees try to divert their attention from stress using different tactics. 
Accessibility of social media at any time anywhere due to the internet and androids provided 
a platform for the employees. Therefore, they consider it a resource and engage in social media 
activities. Such as by interacting with online friends, watching entertainment videos, sharing, and 
liking contents of interest. In this way, in the beginning, individuals spend their time on social 
media to avoid feeling stressed. Later on, gradually, it becomes an individual’s habit. Consequently, 
spending time on social media increases and leads to addiction (Blackwell et al., 2017; Bowlby,  
2008; Sun & Zhang, 2021). Social media addiction further creates distance between individuals 
who are online engaged and those who are physically present (Alvarez-Rodriguez et al., 2021; 
Greijdanus et al., 2020). Individuals with social media addiction ignore physically present indivi-
duals and pay less attention to physically present things, which portrays their inattentive beha-
viour. This behaviour separates social media addicts from others and leads to further 
disagreements. Based on the above discussion, we have postulated the first and second hypoth-
eses of this study. 

H1: Job stress has a positive effect on social media addiction

H2: Social media addiction increases interpersonal conflicts at the workplace

According to the COR theory (Hobfoll, 1989), individuals seek to conserve previous resources and 
acquire new resources in order to use them at the time of need. Employees use social media as 
a resource in two ways. First, to reduce the effect of job stress on their health and wellbeing, it can 
be done by sharing on social media the negative stuff in their heads related to jobs. Second, 
through social media, employees strengthen online connections with workmates and superiors by 
getting positive reactions to their posts. Through this method, individuals try to manipulate super-
iors’ behaviour in their favour. Therefore, job stress stimulates individuals to perform work-related 
activities on social media websites. Further, actively speaking about jobs, job problems, and peers 
(problem creators) on social media creates gaps between the voice raiser and others at the 
workplace. Individuals try to avoid voice raisers, as they perceive relationships with such persons 
can endanger their reputation online over little disputes. Therefore, coping with job stress through 
social media activities related to work can create further interpersonal problems at work. Hence, 
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we have theorised the second and third hypotheses of the study and constructed a research model 
for this study based on the conservation of resources theory (Hobfoll, 1989). 

H3: Job stress positively affects employees’ work-related activities on social media

H4: Work-related activities on social media increase interpersonal conflicts at the workplace

Stress is one of the most common mental disorders (Weigel & Shrout, 2021), which reduce 
individuals’ capabilities to manage relationships. It intensifies the behaviour of blaming others. 
In turn, this causes interpersonal conflicts (Weigel & Shrout, 2021). Therefore, we have 
hypothesised: 

H5: Job stress causes interpersonal conflicts at the workplace

Two further hypotheses, H6 and H7, are suggested based on the discussion above and the 
development of the aforementioned four hypotheses (H1 to H4). 

H6: Social media addiction mediates the relationship between job stress and workplace interper-
sonal conflicts

H7: Work-related social media activities mediate the relationship between job stress and work-
place interpersonal conflicts

3. Research methods

3.1. Research design
An online survey was conducted to collect data from office employees working on administrative 
posts such as CEOs, finance managers, HR managers, business development and commercial 
managers, legal counsel, and other officials related to corporate affairs in the oil and gas industry 
in Malaysia. However, employees related to the marketing field (marketing managers and associ-
ates) were excluded from the study population due to the contents of their jobs and their work on 
social media websites. 300 questionnaires were sent to the respondents through email and the 
LinkedIn network. Among those, 260 filled-out questionnaires were received. Seven responses with 

H6

H3

H4

H2

Job Stress 

Work-related 
Social Media 

Social Media 
AddictionH1

Workplace 
Interpersonal 

H5

H7

Social Media Behaviour Figure 1. Theoretical frame-
work: social media behaviour 
mediates the relationship 
between job stress and work-
place interpersonal conflicts.
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inadequate information and the same answer for all the questions were removed. The remaining 
253 (n = 253) responses were considered complete and used for statistical analysis.

3.2. Measures

3.2.1. Work-related social media activities (WSMA) 
Items related to work-related social media activities were extracted from the exploratory study of 
Connor, Schmidt, and Drouin (2016) and modified according to the context of this study. All the 
items were measured on a 5-point Likert scale: totally positive (5), positive (4), neutral (3), negative 
(2), and totally negative (1). The included items were as follows: (1) “My talk about work on social 
media tends to be about co-workers.” (2) “My talk about jobs on social media tends to be about the 
job itself.” (3) “My talk about jobs on social media tends to be about customers.” (4) “My talk about 
work on social media tends to be about injustice at work.” (5) “My talk about jobs on social media 
tends to be about working conditions.” (6) “My talk about jobs on social media tends to be about 
employers.” The reliability and validity of the scale were measured through Cronbach’s alpha. The 
value of 0.87 confirmed its reliability and validity.

3.2.2. Social media addiction (SMA) 
The scale of social media addiction was adopted from the study by Hawi and Samaha (2016), 
which contained 8 items, “1” strongly disagree to “5” strongly agree. The included items were as 
follows: (1) “I often think about social media when I am not using it.” (2) “I often use social media 
for no particular reason.” (3) “Arguments have arisen with others because of my social media use.” 
(4) “I interrupt whatever else I am doing when I feel the need to access social media.” (5) “I feel 
connected to others when I use social media.” (6) “I lose track of how much I am using social 
media.” (7) “The thought of not being able to access social media makes me feel distressed.” (8) “I 
have been unable to reduce my social media use.” Cronbach’s alpha is used to measure the 
consistency and reliability of the scale, and the value is 0.933, which indicates good internal 
consistency.

3.2.3. Job stress 
Job stress was measured by six items on a 5-point Likert scale ranging from 1 “strongly disagree” 
to 5 “strongly agree”. The scale items were adopted from the study of Dodanwala and Santoso 
(2022). The included items were as follows: (1) “I feel emotionally drained by my job.” (2) “I feel 
burned out by my job.” (3) “I feel frustrated at my job.” (4) “I feel tense at my job.” (5) “I feel 
appetite because of my job-related problems.” (6) “Job-related problems make my heart beat 
faster than usual.” This job stress scale has good psychometric properties, as confirmed by Firth 
et al. (2004). Cronbach’s alpha is used to measure the consistency and reliability of the scale, and 
the value is 0.813.

3.2.4. Workplace interpersonal conflict (WIC) 
The construct of workplace interpersonal conflict was adopted from the study of Wright et al. 
(2017) and adapted within this study context. The items were measured on a 5-point Likert scale 
ranging from 1 “never” to 5 “very often”. The included items were as (1) “I feel unfair treatment by 
others at work.” (2) “I disagree with others over the work I do.” (3) “I feel a lack of respect or 
underappreciated by others at work.” (4) “My co-workers treat me with hostile or rude behaviour.” 
(5) “My co-workers yell at me.” (6) “My co-workers criticise me for things I am not responsible for.” 
Reliability and validity of the scale were ensured through Cronbach’s alpha (0.757).

3.3. Data analysis
Structural Equation Modelling (SEM) was employed to conduct statistical analysis. However, before 
proceeding with SEM, the data were tested for the common method bias. The problem with the 
common method can occur when the collected responses vary due to the instrument rather than 
the predisposition of the respondents (Kock, 2020). It can affect the robustness of statistical 
results. Therefore, data were tested for common method bias using Harman’s single-factor 
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analysis. Results revealed that one component loaded 18.2% of the variance, which is lower than 
50% (Aguirre-Urreta & Hu, 2019), which confirmed that the data are free from common method 
bias and ready to proceed for further analysis.

Smart PLS is used for the main analysis of the data. In the beginning, the reliability and validity of 
the relationship between indicators and associated latent variables were assessed through mea-
surement modelling. Study hypotheses were tested through structural equation modelling.

4. Results

4.1. Descriptive analysis
The descriptive analysis is presented in Table 1. Men and women accounted for 69.6% and 30.4% 
of respondents, respectively; among them, most of the respondents were aged 31–35 years. As 
concerned about education background, most (46.6%) of the employees were graduated and 36% 
were with Master’s degree. A first-large number (63.2%) of respondents were working on 
a contract basis; a second-large number (19.4%) of respondents were working on a permanent 
basis; and 17.4% were part-timers. Based on ethnicity, 73.5% of the respondents were Malay, 
whereas the percentages for Chinese and Indians were 9.5% each. 7.5% of the respondents were 
foreigners with varied ethnicity and classified as others.

4.2. Reliability and validity statistics
Initially, the reliability and validity of the model were assessed through measurement modelling. 
Internal consistency was measured through composite reliability (Kalkbrenner, 2021).Table 2 
presents composite reliability and shows that the internal consistency of all the constructs 
exceeded the recommended threshold value of 0.7 (J. F. Hair et al., 2017). Item loadings (ranging 
from 0.6 to 0.9) of all the constructs show that the items are consistent with what they intend to 
measure. The exclusion of the items below loading 0.7 did not increase the average variance 
extracted or the composite reliability, so the items were retained in the model (J. J. F. Hair et al.,  

Table 1. Respondent characteristics
Variables Categories Frequency Percentage
Gender Male 176 69.6

Female 77 30.4

Age 21 to 25 36 14.2

26 to 30 67 26.5

31 to 35 78 30.8

36 to 40 48 19.0

41 to 45 12 4.7

46 to 50 12 4.7

Education Diploma or less 28 11.1

Graduation 111 46.6

Masters 91 36.0

PhD 16 6.3

Job type Part time 44 17.4

Contract 160 63.2

Permanent 49 19.4

Ethnicity Malay 186 73.5

Chinese 24 9.5

Indian 24 9.5

Others 19 7.5
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2016). Convergent validity was measured through the Average Variance Extracted (AVE). The 
values of AVE for all the constructs are greater than .5, as presented in Table 2, which confirm 
the convergent validity of the constructs and indicate that items are theoretically related to 
constructs (J. F. Hair et al., 2021).

Discriminant validity is assessed through the Fornell–Larcker criterion and the Heterotrait- 
Monotrait (HTMT) Ratio (Hamid et al., 2017). The method of the Fornell–Larcker criterion for 
discriminant validity was criticised due to its accuracy issues, whereas the HTMT ratio is considered 
reliable to measure discriminant validity (Franke & Sarstedt, 2019; N. Kanwal, A. S. N. B. Isha, et al.,  
2022). However, in this study, we have used both methods to measure discriminant validity. For 
the Fornell–Larcker criterion, the square root of AVE is presented in bold and diagonal form, and 
the values are greater than the correlation among the constructs (Table 3), which indicates that 
the results of the study satisfy the Fornell–Larcker criterion and establish discriminant validity. The 
results of the HTMT ratio provided statistical support to confirm discriminant validity. As the results 
show in Table 3, all the values are less than the HTMT threshold value .85 (Rasoolimanesh, 2022).

4.3. Structural modructural model
Study hypotheses were tested through a structural model after ensuring the reliability and validity 
of the data through measurement modelling. We proceeded with the structural model. It was 
identified that job stress has 47.9% (β) positive effect on social media addiction with ±.042 
standard deviation. It accounts for 23% (R2) variation in social media addiction. f2 denotes the 
effect size, the result shows that 29.8% (f2) change in R2 is due to job stress, which is categorised 

Table 2. Measurement modelling results
Construct Items Item Loadings Composite 

Reliability
Average 
Variance 
Extracted

Job Stress JS1 0.799 0.871 0.579

JS2 0.628

JS3 0.662

JS4 0.913

JS5 0.768

JS6 0.799

Social Media 
Addiction

SMAD1 0.842 0.838 0.512

SMAD2 0.649

SMAD3 0.716

SMAD4 0.719

SMAD5 0.632

Work-related Social 
Media Activities

WSMA1 0.759 0.905 0.658

WSMA2 0.783

WSMA3 0.836

WSMA4 0.889

WSMA5 0.781

WSMA6 0.759

Workplace 
Interpersonal 
Conflicts

WIC1 0.671 0.815 0.511

WIC2 0.608

WIC3 0.787

WIC4 0.69

WIC5 0.659
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as moderate to substantial (Goulet-Pelletier & Cousineau, 2018). Further, social media addiction 
increases workplace interpersonal conflict by 35.6% (β) with standard deviation ±.084.

The effect of job stress on social media activities related to work is identified as 37% (β) positive 
with ±.062 standard deviation. The strength of association between job stress and social media 
activities related to work is 13.7% (R2). The effect size is 15.9% (f2), which is categorized as moderate 
to substantial (Goulet-Pelletier & Cousineau, 2018). Social media activities related to work increase 
workplace interpersonal conflict by 38% (β) with standard deviation ±13. Social media addiction and 
work-related activities on social media accounts for 32.7% variation in the dependent variable work-
place interpersonal conflict. The effect size (f2) for both the variables social media addiction (f2 =  
0.137) and social media activities related to work (f2 = 0.174) is found to be significant. The direct 
effect of job stress on workplace interpersonal conflict is found to be insignificant. However, job stress 
significantly positively affects workplace interpersonal conflict through social media addiction and 
work-related activities on social media. Table 4 presents results of the structural model.

Results of the indirect effect of job stress on workplace interpersonal conflicts are presented in 
Table 5, which illustrates that job stress has a positive effect (β = 13.3%) on workplace interperso-
nal conflicts with a standard deviation of ±0.036 at the 1% level of significance through social 
media addiction. Likewise, the indirect effect of job stress on workplace interpersonal conflict 
through work-related social media activities is also positive, with the β coefficient “16.2%” and 
standard deviation ±0.047 at the 1% level of significance.

5. Discussion and conclusion
We conceptualise the framework of stress coping through social media use and its consequences. 
We have investigated job stress, which stimulates social media use (social media addiction and 
social media activities related to the workplace) and leads to interpersonal conflict at the work-
place. The results provide statistical support to confirm our study hypotheses (1–4). The results 
reveal that stressed employees suffer workplace interpersonal conflicts through addiction and 

Table 4. Results of the structural model
Hypothesis Path 

Coefficient 
(β)

Standard 
Deviation 
(STDEV)

T Statistics R2 f2

JS -> SM 
Addiction

0.479 0.042 11.3* 0.234 0.298

JS -> Work- 
related SMA

0.37 0.062 5.973* 0.156 0.159

JS -> WIC −0.081 0.074 1.105 0.327 0.007

SM Addiction-> 
WIC

0.356 0.084 4.212* 0.137

Work-related 
SMA -> WIC

0.38 0.136 2.799* 0.174

Note: *1% level of significant 

Table 5. Indirect effect of JS on WIC through social media behaviour
Hypothesis Path Coefficient (β) Standard Deviation 

(STDEV)
T Statistics

JS -> SM Addiction-> WIC 0.133 0.036 3.672*

JS -> Work-related SMA 
-> WIC

0.162 0.047 3.469*

Note: *1% level of significant 
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work-related activities on social media. Overall, the study proposed seven hypotheses, and the 
results show that six of the relationships are significant.

The study findings related to the first hypothesis show job stress has the greatest effect on 
employee behaviours related to social media addiction. Previous studies (Zhao & Zhou, 2021) 
support the findings of this study. However, the relationship between stress and social media 
addiction was conceptualised in a social and pandemic context in earlier studies. Furthermore, 
the second hypothesis—that social media addiction causes interpersonal conflicts at work—has 
been confirmed through empirical results, which extends the findings of previous research by 
taking interpersonal conflict at work as a dependent variable. Earlier research in this regard 
demonstrated social media addiction’s effect on performance, health and well-being, techno- 
stress, and technological conflicts (Brooks et al., 2017; Hou et al., 2019; Saleem et al., 2021; Sun 
& Zhang, 2021).

Results of the third hypothesis reveal employees’ work-related activities on social media as 
a stress coping strategy. We have identified that job stress stimulates employees to talk about 
workplace problems and people on social media. However, their activities on social media about 
work and workers create further problems for them. For example, the fourth hypothesis establishes 
a positive relationship between work-related social media activities and interpersonal conflicts at 
work. Previous research in this regard supports the findings of this study (Valkenburg & Peter, 2007; 
van Ingen & Wright, 2016; Wolfers & Schneider, 2021). The fifth hypothesis of the study was about 
the relationship between job stress and interpersonal conflicts at work. The results did not provide 
statistical support to accept this relationship. However, job stress causes interpersonal conflicts at 
the workplace through social media addiction and work-related activities on social media. The 
results related to hypotheses 6 and 7 evidenced the indirect effect of job stress on workplace 
interpersonal conflicts through social media addiction and work-related activities on social media, 
which reaffirms the results of hypotheses 1 to 4.

Overall, it was concluded that employees use social media as a result of job stress. They cope 
with job stress through social media addiction and sharing work-related problems on social media, 
which in turn create interpersonal conflicts at the workplace. The findings of the study indicate 
that a lack of social support at the workplace stimulates employees to seek social support online 
through social media. Social media behaviours like addiction and sharing about workplace pro-
blems expand detachment among employees. When individuals engage in social media, they may 
become so focused on their virtual connections that they neglect the people around them. This 
situation disconnects individuals from those physically present and results in missing out on 
important social cues and opportunities for bonding and building relationships in person. 
Physical presence with an intellectual absence leads to conflicts of opinion and interpersonal 
conflicts.

6. Theoretical and practical implications
The study has enriched previous literature by identifying social media as a resource depletion in an 
occupational setting and measuring the mediating effect of social media addiction and work- 
related social media activities between job stress and interpersonal conflict at the workplace. The 
study findings have three practical implications for organisational stakeholders. First, given the 
augmented effect of job stress on social media use (social media addiction and work-related 
activities on social media), measures should be taken on an administrative level to manage job 
stress in the organisation. Second, given the increased effect of social media use (social media 
addiction and work-related activities on social media) on interpersonal conflicts in the workplace, 
discourage social media use as a stress coping strategy in the workplace. Social media activities 
related to work indicate forthcoming stress for the employee and for the organisation. Therefore, 
careful behaviour on social media is required to avoid future workplace conflicts (N. Kanwal, 
A. S. N. Isha, et al., 2022). Third, the behaviour of coping with stress through social media use 
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indicates a lack of social support at the workplace. Therefore, active social support at the work-
place is indeed necessary to eliminate social media use as a stress coping strategy.

7. Study limitations and future research directions
This study has some limitations and future research directions. First, related to the conceptual 
framework, the behaviour of social media use can vary based on an individual’s personality. 
A social media user’s personality can be taken into account as a moderating factor in a future 
research model. Second, related to the study sample, this study is restricted to the population of 
office employees, excluding marketing and other technical workers. In the future, investigations 
can include a diverse sample for further generalisation of the results.
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