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ABSTRACT 
 

 Purpose: The current study examines perceived organizational support's direct and 

indirect effect on employee performance through the mediation of smartphones and social 
loafing. 
 

 Research Design: Data was collected from 370 employees of knowledge and non-

knowledge intensive sector employees through the snowball sampling technique. 
 

 Findings: The current study's findings reveal that organizational support tends to 

decrease deviant behaviors i.e., smartphone and social loafing that increase employee 

performance. 
 

 Implications: Findings of the current study suggest that organizations should revise 

their existing policies to increase employee support. 

 

INTRODUCTION 
 

 Globally billions of people are buying smartphones every year, which shows an 

overwhelming upward trend of savvy phone users and will reach 3.8 billion users by the 

end of 2021 (Statista, 2020). Clement (2020) report reveals that in 2022, 4.57 billion people 

will be active internet users. He further asserts that around 91% of active internet users 

access the internet through smartphones.  
 

 The Digital 2020 (We are Social, 2020) reveals that South Asian country's growth rate 

stood first for internet usage on smartphones. The report further shows that Pakistan stood 

at the 12th position worldwide in internet usage, offering a 17% increase annually. Access 

to the internet increase the tendency to use various applications available on most 

smartphones (We are Social, 2020). Moreover, carrying a smartphone has become a 
national slogan irrespective of workplace or at home.  
 

 Using smartphones at the workplace has become a developing terrain that requires 

further investigation for its repercussions on employee performance. Today, smartphones 

have become a significant threat to organizations. It has become a social norm in every 

field of life to carry smartphones all the time. Also, internet access and proxy filtration 

made it easy to surf any kind of App or website safely using smartphones. However, no 

evidence exists in the literature exploring the impact of smartphone (M-loafing) activities 
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on employee performance. It has become evident that using the internet at smartphones 

(i.e., Mobile-Loafing) during working hours become a major threat for the organization. 

The excessive use of the internet harms employee performance. Numerous studies have 

been available that attempt to mitigate the negative consequences of Mobile-loafing (M-

Loafing). However, it is essential to know the factors that reduce employees' intention to 
involve in M-loafing kind of deviant behaviors. Therefore, the current study aims to 

identify. 
 

 Among several factors, perceived organizational support is considered as an essential 

element that creates a series of positive emotions among employees. Such type of positive 

emotions develop a sense of identification and attachment with the organization that 

eradicates employees' intention to indulge in deviant behavior such as M-Loafing and 

Social Loafing. 
 

 Therefore, the current study proposed and empirically examines the role of perceived 

organizational support (POS) in reducing M-loafing and social loafing that enhance 

employee performance. 

 

2. LITERATURE REVIEW 
 

2.1 Perceived Organizational Support 

 Eisenberger, Huntington, Hutchison, and Sowa (1986) first used the notion of perceived 

organizational support (POS). POS refers to employee belief that authorities are concerned 

about the employee needs and tries to facilitate employees (Eisenberger & Stinglhamber, 

2011). In other words, POS is defined as the specific beliefs held by employees concerning 

how much the organization values their contributions toward sustainability. Sustainability 

is the basic objective of any organization. Sustainability refers as long-term existence over 

the years. Organizational sustainability can be achieved only when employees and 

management are committed to the organization.  
 

 The top management (such as directors) committed with a particular organization due 

to profit sharing. While employee's commitment is associated with the extent to which 

organization and management admire their efforts towards the company's financial growth. 

Moreover, organizational support refers to resources provided by the organization to 

employees in terms of financial and non-financial. Financial include salaries, bonuses, 

promotions, and medical facility. Non-financial includes a certificate of appreciation like 

large organization announced employee of the year or sales man of the month. The 

organization may show their support for employees through several activities. For instance, 

taking employee perspective while launching a new product or process, taking input from 

employees while making a decision relevant to employees, etc.  
 

 POS generates a series of positive emotions among employees towards the 
organization. Resultantly, employees may feel obligated toward the organization by 

reducing employees' work-related strain and commit greater efforts toward meeting 

organizational goals (Li et al., 2018). POS, in turn, motivate employees to focus on 

organizational needs and increase organizational identity. 
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2.2 Workplace Deviance (WD) 

 Workplace deviance (WD) refers to as behavior (s) exhibit by the individuals or groups 

within the organization that put at risk the well-being and prosperity of the organization 

and its other member (Robinson & Bennett, 1995). Literature also use counterproductive 

behavior (Mangione & Quinn, 1975), and antisocial behavior (Giacalone & Greenberg, 
1975) to explain WD. Multiple organizational (Henle, 2005) and interpersonal (Henle, 

Giacalone, & Jurkiewicz, 2005) factors cause WD. 
 

 WD refers as individual behavior (s) that put at risk the overall well-being of an 

organization or a particular (Robinson & Bennett, 1995). WD classified into four groups 

i.e., property deviance, personal aggression, production deviance and political deviance 

(see Figure 1). Mobile phone Loafing and social loafing are termed as WD i.e., production 

deviance.  

 

 
Figure 1: Workplace Deviance 

Source: (Robinson & Bennett, 1995) 

 

2.2.1 Mobile-Loafing 

 Initially, smartphone loafing was called cyberloafing. However, a paradigm shift has 

observed that individuals are more likely to cyberloaf using smartphone as compare to 

desktop and laptops (Askew, 2012). He further add that the intensity to involve in the 

cyberloafing activities based upon the medium used to access internet. Moreover,  

the results of Sheikh, Atashgah, and Adibzadegan (2015) affirm proposition of Askew 
(2012) that smartphone are more likely to give an easy way to use internet for non-work 

related errands. Sheikh et al. (2015) termed this phenomenon as Mobile-Cyberloafing or 

M-Loafing. He further add that as compare to cyberloafing activities on desktop and 

laptops, M-loafing activities are impossible to control for management.  

 

2.2.2 Social Loafing (SL) 

 Liberman, Seidman, McKenna, and Buffardi (2011) claimed that social loafing is WD 

that create production deviance. SL refers as individual involved in non-work related 

activities such as Chit-chatting with fellow coworkers; Running non-work related errands 
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(e.g., going to the bank, picking up a prescription at the pharmacy, etc.); Using either a cell 

phone or telephone to make non-work related telephone calls; Taking breaks in between 

work tasks (e.g., bathroom breaks, snack breaks, stretch breaks).  

 

2.3 Employee Performance 

 Employee performance defined as "Scalable actions, behaviors and outcomes that 

employee engaged in or bring about that are linked with and contribute to organizational 

goals" (Viswesvaran & Ones, 2000). To measure employee performance, manager use 

rating criteria. Generally, two methods were used to rate employee performance; one is 

objective and other is subjective. Objective rating criteria measure performance in terms 

of output such as number of pieces manufactured, sales output and many other. While the 

subjective rating measured performance based on supervisor appraisal. Both objective and 

subjective rating criteria are not free from limitation. Objective criteria only considered the 

output; whereas subjective rating measure employee performance based on an individual 

perception (i.e., supervisor or immediate authority). However, a mechanism should be 

needed that measure different aspect of employee performance. Therefore, the current 

study measure employee performance in terms of task performance (TP) (Campbell, 1990; 
Reaves, 2015; Viswesvaran & Ones, 2000). The extent to which an individual efficiently 

perform or complete an assigned task as per job description, called Task performance 

(Borman, White, Pulakos, & Oppler, 1991; Campbell, 1990).  

 

2.4 Conceptual Framework 

 The proposed conceptual framework (Figure 2) implicate that POS creates a series of 

positive emotions among employees. These positive emotions create positive perception 

about the organization in the eyes of employees. It is evident that employees tend to indulge 

in WD due to organizational factors such as role overload, role ambiguity, organizational 

frustration, limited control in the work environment, lack of procedure in the organization 

to penalized the role violations (Henle, 2005). However, the sense of perceived 
organizational support tend to decrease employees intensity to involve in 

counterproductive work behavior such as M-Loafing and social loafing. Both M-loafing 

and social loafing classified as production deviance. 

 

 

Figure 2: Conceptual Framework 
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 The current study proposed that POS tend to decrease WD i.e., M-Loafing and Social 

Loafing that in turn enhance employee performance (i.e., TP, OCB, EC, and EIB). 
 

 Based upon the above discussion, we proposed following hypothesis; 
 

H1: POS has a negative impact on (a) M-Loafing and, (b) Social Loafing 
 

H2: POS has a positive impact on TP. 
 

H3: (a) M-Loafing and, (b) Social Loafing has a positive impact on TP. 
 

H4: POS has an indirect impact on TP through mediation of M-Loafing and Social 

Loafing. 

 

3. METHODS 
 

3.1 Design, Sample and Participants  

 Today, carrying smartphones is essential as it facilitates personal and professional 

communication throughout the day. In the past, researchers explore the role of M-Loafing 

contextually. Such as the effect of M-Loafing on the performance of lawyers, knowledge-
intensive sector industry employees and students separately. However, the findings of Ali 

& Qazi (in the process) claimed that M-Loafing is equally important for both knowledge 

and non-knowledge intensive sector. They consider public dealing organizations as non-

knowledge intensive, and software houses as knowledge intensive. Although, Ali & Qazi 

study consider only government organization who extensively involve in public dealing 

i.e., Railways, Electricity, Water and sanitation. Several commercial public dealing 

organizations are working other than government organization such as banks, NGOs and 

many other. Therefore, the current study collects data from commercial banks and software 

houses in Lahore, Pakistan.  
 

 The current study opt stratified random sampling and divided the whole population into 

two broad strata of knowledge and non-knowledge intensive sectors across Lahore, 
Pakistan. Knowledge-intensive sector means software houses and the non-knowledge-

intensive sector means banks. It is impossible to consider all software houses and banks 

working in Lahore, Punjab. Only eight banks and five software houses were selected that 

give consensus who show willingness to participate in data collection. Both the banks and 

software houses were reluctant to reveal their actual number of employees. The Largest 

formative indicator technique of Barclay, Thompson, and Higgins (1995) suggest that a 

sample size of 370 employees is appropriate for data collection, and analysis. The Largest 

formative indicator multiplied all the indicator items with 10. So a multiple of 370 items 

with 10 equals to 370.  
 

 A total of 370 questionnaires were administered equally to banks (185) and software 

houses (185). The Snowball sampling technique was used to the administered 
questionnaire. Out of 370 questionnaires, 200 were returned back with a response rate  

of 54%.  
 

 Most of the respondents were male (70.2%), and only12.4% were females. Moreover, 

most of the respondents (i.e., 65%) had less than seven years of experience, and the 

remaining 35% of respondents have more than four years and less than five years of 

experience. 
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3.2 Measures 

 Hutchison and Sowa (1986) developed 32-item scale to measure POS. However, the 

current study used short version of the scale as suggested by Hutchison and Sowa. So POS 

measured using 16-item scale. To measure M-loafing and social loafing 13-item and four-
item scale was used respectively. The M-loafing scale used in the current study was 

developed by Lim and Teo (2005). The four-item scale adapted for social loafing was 

developed by Liberman et al. (2011). Moreover, task performance (four-item) was adapted 

to access employee performance.  
 

 We used a closed ended questionnaire to measure the proposed model. The use of 

closed-ended questionnaire increase the chance of Common Method Bias (CMB) due to 

the common rater. Several remedies are available to eradicate the issue of CMB. The 

current study used one of the most common remedy to eliminate CMB i.e., temporal 

separation of measurement (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). According 

to temporal separation, predictor and criterion variables are measured in different time lags. 

Therefore, the current study collect the data from the employees of the both software 
houses and banks with the time lag of one month (i.e. there were three waves of data 

collection; Time 1: POS and Demographic profile of respondents; Time 2: M-loafing and 

social loafing; Time 3: Task Performance).  
 

 Hair, Hult, Ringle, and Sarstedt (2013) suggest measuring the convergent validity of 

the instrument through Average Variance Extracted (AVE), Composite Reliability (CR) 

and Outer loadings. Table 1 below shows the values of AVE, CR, and Outer Loadings for 

accessing convergent validity. 
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Table 1 

Measures CR and AVE 

Items Factor Loading CR AVE 

M-Loafing  0.909 0.452 

CB1 0.626   

CB11 0.736   

CB12 0.672   
CB13 0.793   

CB2 0.710   

CB3 0.757   

CB4 0.803   

CB5 0.675   

CB6 0.722   

CB7 0.549   

CB8 0.825   

Perceived Organizational Support  0.770 0.404 

PS1 0.745   

PS4 0.572   

PS6 0.611   
PS7 0.538   

PS8 0.691   

Social Loafing  0.791 0.518 

SL1 0.815   

SL2 0.892   

SL3 0.743   

Task Performance   0.773 0.476 

TP1 0.534   

TP2 0.861   

TP4 0.822   

 

 The calculated value of AVE and CR should be greater than 0.5 and 0.70, respectively 
(Hair et al., 2013). The results of AVE and CR in Table indicate that convergent validity 

has established.  
 

 Moreover, to assess the discriminant validity, researchers suggest calculating the 

Hetrotrait-monotrait (HTMT) ratio. (Hair et al., 2013) recommend that HTMT ratio for all 

the constructs should be less than 0.90. The results of Table 2 indicate that discriminant 

validity has been established. 

 

Table 2 

Discriminant Validity: HTMT Ratio 

S# Constructs 1 2 3 4 

1 M-Loafing     

2 Perceived Organizational Support 0.675    

3 Social Loafing 0.697 0.813   
4 Task Performance  0.469 0.885 0.352  
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4. RESULT 
 

 We apply PLS-SEM 3.2 to estimate the proposed conceptual model. PLS-SEM 

algorithm procedure is used to estimate the external model validity (both convergent and 

discriminant) and model fitness (i.e. Standardize Root Mean Square (SRMR)). Following 

the exterior model, the PLS-bootstrapping method calculates the internal model that is the 
proposed hypothesis in section 2.4. The PLS-Bindfolding procedure is then used to assess 

the results extracted through the PLS algorithm and bootstrapping process.  

 

Model Fitness  

 The calculated value of Standardize Root Mean Square (SRMR) ranges from zero to 

one, and close to zero indicates a perfect model fit. The calculated value of SRMR for the 

current study is 0.169 indicating a good model fit. 

 

Hypotheses Testing 

 
Figure 3: PLS-SEM Model 

 

 Figure 3 demonstrates the model extracted through PLS Bootstrapping procedure 

measuring the proposed hypotheses. The figure shows that all the proposed hypotheses are 

accepted. The model extracted shows that POS has a positive and highly significant direct 

effect on TP (β=0.915, p=0.000<0.01). Moreover, PS shows negative and highly 

significant impact on M loafing (β=-0.554, p=0.000<0.01) and SL (β=-0.672, 

p=0.000<0.01). The impact of PS on M loafing and SL is aligned with the literature. 

Researchers claim that POS creates positive emotions among employees that enhance 

employee identification with the organization. The higher the level of organizational 

identification the lesser employee is involved in counterproductive behavior such as M 

Loafing and S Loafing. Resultantly, the decrease in deviant behavior i.e., M loafing 

(β=0.119, p=0.001<0.01) and SL (β=0.306, p=0.000<0.01) tend to increase TP.  
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 Furthermore, the indirect effect of PS on TP through M-Loafing (β=-0.066, 

p=0.000<0.01) and SL (β=-0.206, p=0.000<0.01) shows competitive partial mediation. 

Although, PS has positive and significant direct effect on TP. However, the results of the 

study shows that PS tend to decrease counterproductive work behavior i.e., M-loafing and 

social loafing that in turn increase employees ability to perform assigned task in more 
efficient way. The indirect effect of PS on TP through M-loafing shows that the usage of 

smartphone decrease TP, however, employee perception about organization support tries 

to mitigate that negative effect M-loafing.  
 

 Furthermore, the coefficient of determination (i.e., R2) is calculated to access the 

variance reentered by the independent variables independent variables. The calculated 

value of R2 for M-loafing, social loafing, and Task performance are 0.307, 0.451, and 

0.489. To cross-validate, the value of R2, Stone (1974) and Geisser (1974) suggest 

calculating Q2. In Smart PLS-SEM, the blindfolding procedure calculates Q2. Table 3 

shows the estimated value of R2 and Q2. Table 3 indicates that POS negatively affects M-

Loafing, Social Loafing and Task performance.  

 
Table 3 

Values of R2 and Q2 

Constructs R2 Q2 Effect 

M-Loafing 0.307 0.111 Small 

Social Loafing 0.451 0.184 Small 

Task Performance 0.489 0.210 Small 

 

 Small: 0.0 < Q2 effect size < 0.15; Medium: 0.15 < Q2 effect size < 0.35; Large: Q2 

effect size > 0.35. 

 

5. DISCUSSION 
 

 The current study's findings reveal that perceived organizational support proves 

detrimental for counterproductive work behaviors. The present study shows that perceived 

corporate support negatively influences M-loafing and Social loafing. POS generates a 
series of positive emotions among employees and decreases negative behavior that 

motivates to indulge in counterproductive work behavior. In the recent terrains, M-loafing 

has become a significant threat to the organization. M-loafing is more dangerous than 

social loafing due to a lack of control. Smartphones have become necessary, hindering 

management's ability to control internet usage at the workplace. Although, the results of 

the current study prove that M-Loafing can mitigate when employees strongly believe that 

organization care about their needs.  
 

 Moreover, when employees are less involved in counterproductive behavior such as M-

loafing and social loafing, performance will be enhanced. The findings of the present study 

affirm that alleviating counterproductive behavior like M-loafing and social loafing 

ultimately increases employee performance. The current research has the theoretical and 
managerial implications that are as follows; 
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Theoretical Implication 

 The results of current study contribute in the existing literature in two ways. First, the 

present research identifies PS as a factor that facilitates overcoming counterproductive 

work behavior. Secondly, researcher believed that using the internet at a smartphone during 

working hours only mitigated through self-control. However, the current study's findings 
reveal that PS mitigate employees intention to indulge in counterproductive work behavior 

such as M-loafing and social loafing. Based upon the results, we implicate that future 

researchers should explore organizational and personal factors that assist in alleviating  

M-loafing. 
 

 The third and last contribution in the existing literature is examining the direct and 

indirect impact of PS on TP through mediation of M-loafing and social loafing. Results of 

indirect effect show that employees' positive perception towards organization tend to 

decrease counterproductive work behavior (i.e., Mobile and social loafing) that enhances 

employee performance. Limited discussion is available in the literature that explore the 

positive effect of M-loafing and social loafing on employee performance.  

 
Managerial Implication  

 Based upon the current study's results, we recommend the following recommendation 

to managers.  

i. Managers should pay particular attention while establishing policies for employee 

benefit. The company policy should show in such a way that protects employees' 

rights and provides maximum social and financial support.  

ii. Managers should take input from employees while establishing company policies 

regarding employees. The individual employees involved in such decisions make 
them feel that the organization cares about their opinion.  

iii. Managers should regularly arrange meetings with employees to understand their 

points of view.  

iv. Moreover, managers should arrange special training sessions for employees to help 

them cope with counterproductive behavior such as excessive internet use on 

smartphones.  

v. Furthermore, managers should establish online platform that allow employees to 

share their concerns about the assigned task. Also, managers take input from 

employees to make job interesting.  

 

Limitations and Future Directions 

 Although, the current study has numerous theoretical and managerial implications. 

Still, it is not free from limitations. The limitations of the present study that gives new ways 

to future researchers are discussed as follows; 
 

 The study sample consisted of only bank and software house employees in Lahore, 

Punjab, Pakistan. The sample size of the current study put a hindrance in generalizing the 
results. Therefore, future researchers should estimate the current study model with a larger 

sample size and consider other sectors such as Medicine, Teachers etc. 
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 The current study collect cross-sectional in nature. However, the future researchers 

should test this model by collecting data at different periods. 
 

 The research design of the current study is quantitative, and it is recommended that 

future research test the proposed model using other research design such as mixed method.  
 

 The current research use only one factor i.e., perceived organization support that 

mitigates the counterproductive work behavior. Future researchers should use another 

psychological factor that alleviate deviant behavior. For instance, positive psychological 

capital, vitality at work and many other.  
 

 The current study only use M-loafing and social loafing as mediator. The researchers 

should include other moderators or mediators.  
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