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Abstract: An engaging workplace must have a pleasant atmosphere to attract and
retain the right staff. Fun at work includes engaging, communicative, interactive,
and entertaining duties and activities that contribute to an immersive workplace.
This study integrates workplace fun, employees’ innovative workplace behavior,
organizational commitment, and socialization resources with psychological capital
to determine the effect of workplace fun on employees’ innovative workplace
behavior. It applies a convenience sampling technique to collect data with the help
of a questionnaire from a sample of 410 respondents who are workers employed
in Taiwan. The results of this study present that workplace fun has a significant
effect on psychological capital. Psychological capital has significant effects on
organizational commitment and innovative workplace behavior, while there is a
significant association between organizational commitment and innovative
workplace behavior. Regarding the indirect effect of variables, psychological
capital and organizational commitment act as mediators between workplace fun

and innovative workplace behavior. Finally, this study offers some theoretical and
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practical implications for reference by industries and academics.

Keywords: Workplace fun, innovative workplace behavior, theory of socialization

resources, theory of positive organizational behavior, psychological capital.
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1. Introduction

Diverse firms must attract and retain high-quality employees to acquire a
competitive edge. An engaging workplace should have a pleasant atmosphere to
attract and retain the right staff (Tsaur ez al., 2019). In recent years, businesses and
the academic sector have begun to consider workplace fun (WF), as studies have
shown that fun at work includes engaging, communicative, interactive, and
entertaining duties and activities that contribute to an immersive workplace. A
joyful work atmosphere is one of the variables that differentiate exceptional
workers from everyone else (Chan, 2010; Tsaur ef al., 2019). WF significantly
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affects employees and organizations (Owler et al., 2010).

From the viewpoint of business institutions, WF enhances a number of
organizational concepts, such as innovation (Bolman and Deal, 2000; Tsaur et al.,
2019), imagination (Bolman and Deal, 2000), effectiveness (Tsaur ef al., 2019), a
competitive edge and escalating eagerness to work (Fleming, 2005; Tsaur et al.,
2019), empowerment (Baughman and Swing, 2001; Bolman and Deal, 2000; Tsaur
et al., 2019), customer support (Karl and Peluchette, 2006), and elasticity. From
the employee’s viewpoint, a stimulating workplace is the primary factor for
increasing productivity and motivation (Tsaur ef al., 2019). Having fun at the
workplace increases employees’ passion (Tews et al., 2012), organizational
commitment (OC) (McDowell, 2004; Tsaur et al., 2019), job contentment (Karl
and Peluchette, 2006), turnover plan (Tews et al., 2014), job effectiveness (Zani et
al.,2017), and enthusiasm (Tews et al., 2017).

Psychological capital (PC) represents an individual’s positive psychological
condition of growth and is a personality construct derived from the concept of
positive organizational behavior (POB) (Luthans et al., 2007). Regarding
organizational management, Luthans ef al. (2004) noted that PC encourages
workers to develop constructive organizational behavior, affects many types of job
performance and work attitudes (Luthans ef al., 2007), and gives employees work
happiness, organizational citizenship behavior (Avey et al., 2009; Youssef and
Luthans, 2007), and higher job engagement (Gupta and Shaheen, 2017; Karatepe
and Avci, 2017). To the best of the authors’ knowledge, studies have not addressed
how having fun at work affects PC. Fluegge-Woolf (2014) noted that fun at work
includes a social and participative component that is a form of productive resource.
Saks and Gruman (2011) showed that four components of PC are developed by
using organizational socialization resources. Socializing is an activity that reduces
unpredictability (Bauer and Knill, 2007) and allows individuals to feel good, and
so they build a high level of PC. Research has indicated a significant association
between WF and PC (Tsaur ef al., 2019). Therefore, this study explores whether
WEF has a positive effect on workers’ PC.

The principle of OC compels employees to decide whether to remain in an
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organization or quit (Meyer ef al., 1993; Wu and Chen, 2018). An employee’s
commitment can help predict whether or not the employee will decide to remain a
member of the organization (Allen and Meyer, 1996). This intellectual condition
determines the connection of an employee’s job with the company. Employees’
OC is important for individual and organizational outcomes, because it links the
organization and its clients (Patiar and Wang, 2016; Wu and Chen, 2018). Wu and
Chen (2018) performed a real-world study of a hotel workplace and found that PC
improves OC. The study by Zhou et al. (2018) in medicine and healthcare showed
that nurses who experience high levels of pressure and workloads have OC that
positively correlates to their perceived job control. Other studies achieved similar
results and identified a significant relationship between PC and OC (Tang et al.,
2019; Wu and Chen, 2018). This present study measures the effect of PC on OC.

A skilled workforce is valuable to business institutions in high-tech industries
that rely heavily on knowledge (Fritz et al., 2011). Employees require continuous
innovation to maintain pace with the industry and enhance their work’s value.
Hence, it can be inferred that employee innovation is increasingly essential for
organizations to create and maintain a competitive edge.

Bao et al. (2012) described employees’ innovative work behavior (IWB) as a
course of action that involves finding different approaches, methods, or operating
practices and utilizing those procedures for routine tasks. Employees’ IWB has a
significant effect on organizational performance (Bunpin ef al., 2016), and so the
changing aspects of it and the application of innovation are crucial. For example,
China is moving from a production economy to an economy with vast knowledge,
and hence companies have evolved into teams with a mission to generate,
implement, and enhance knowledge. These working employees love hard,
innovative work and strive for perfection. By executing these duties, individuals
showcase their attributes, boost their value, and win organizational approval and
regard. Companies must understand the variables that cause employees to develop
new products and services in order to maintain pace with the business trends and
boost innovative performance (Carmeli and Spreitzer, 2009; Tang et al., 2019).

Studies have shown an essential connection between OC and employees’ IWB
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(Tang et al., 2019). Hence, this study determines how OC affects employees’ IWB.

The literature has confirmed that PC positively correlates to IWB for Chinese
nurses (Yan et al., 2020), which is consistent with the results of other research (Hu
etal.,2018). PC offers psychological support when staff develops innovative ideas
(Abbas and Raja, 2015) and is an element of an individual’s actions as a natural
extension of positive psychology. Employees with higher PC more often view
issues from a constructive angle and bounce back from setbacks better than
employees with lower PC. PC is the primary endogenous part of organizational
innovativeness and predicts employee innovation behavior as a robust positive
resource (Sameer, 2018; Yan et al., 2020). Hence, this paper presents the
significance of the connection between PC and employees’ IWB. Based on the
established relationships between the variables of the study, this research aims to
find the chain mediation of PC and OC for the relationship between WF and IWB.
In addition, this research discovers the mediating effects of PC and OC in various
relationships.

This study’s contributions to the literature are multifold. First, it integrates
WE, OC, IWB, and PC into a cohesive model, providing a comprehensive
understanding of the intricate dynamics within the workplace (Kumar et al., 2022;
Vuong et al., 2023). This integration allows for a nuanced examination of the
interplay between these factors, offering a more holistic perspective on the
mechanisms influencing employees’ IWB. Second, the inclusion of Taiwan as the
study’s cultural context adds a valuable dimension, by acknowledging the
influence of cultural nuances on the perception of WF and its impact on PC and
IWB (Chen et al., 2012; Guan et al., 2022; Tao et al., 2022; Wei et al., 2021). This
advances the broader literature by recognizing the significance of cultural aspects
in shaping organizational dynamics. Third, the practical implications herein are
substantial and provide actionable insights for industries seeking to foster
innovation and employee well-being (Igbal et al., 2022; Zahoor et al., 2022).
Understanding WF’s role in shaping positive outcomes offers valuable guidance
for organizational strategies aimed at creating a conducive and IWB culture.

Fourth, this study is unique in filling the gap in the literature both
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theoretically and empirically. Studies have determined the direct impact of WF
with numerous variables (Chan, 2010; Karl and Peluchette, 2006; Tews et al., 2014;
Tews et al.,2017; Tsaur et al., 2019), but were inadequate in linking WF with IWB.
Furthermore, studies have used PC and OC as sole mediating variables, but were
somewhat inadequate in providing insights regarding the chain mediation of OC
and PC (Tang et al., 2019; Tang et al., 2021; Tsaur et al., 2019; Wu and Chen,
2018). This study empirically employs OC and PC as chain mediators based on
the theoretical foundation of Saks and Gruman’s (2011) socialization resources
theory (SRT), the theory of POB (Youssef and Luthans, 2007), and the theory of
PC (Luthans et al., 2007) to determine the effect of WF on employees’ IWB in an
organization.

Fifth, this paper fills in another research gap from the limited depth of
exploring the association between WF and employee IWB (Gashema and Kadhafi,
2020; Tews and Noe, 2019; Vuong et al., 2023; Zani et al., 2017). The justification
for characterizing this as a research gap is rooted in requiring a more nuanced
understanding of the intricate dynamics inherent in the WF and IWB nexus. The
decision to integrate both PC and OC as mediator variables herein is in response
to the inadequacy of other research in capturing the synergistic interactions and
collective influence of these factors on employees’ innovative outcomes. This
paper aligns with a scholarly need to delve into the multifaceted nature of these
relationships, aiming for a more comprehensive exploration of the mediating
mechanisms that delineate the impact of WF on employees’ IWB (Kumar et al.,
2022; Salas-Vallina et al., 2020).

This research addresses the following research objectives empirically. It
determines how WF affects PC, how PC affects both OC and employees’ IWB,
how OC affects employees’ IWB, and the indirect effect of WF on employees’
IWB. This study also identifies several practical implications for practitioners and
managers in Taiwanese industry to boost workers’ enthusiasm towards their jobs.

The rest of the paper runs as follows. Section 2 explains the literature review
describing the theories used herein. Section 3 presents the development of

hypotheses based on the theoretical framework of the research. Section 4 and
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section 5 describe the methodology and data analysis, respectively. Lastly, section

6 offers discussions of the study’s outcomes and critical implications.

2. Literature review

2.1 Linking positive organization, socialization resources, and Luthans’

PC theories

This study employs PC as one of the variables in the research framework,
because it is a central concept in POB. POB is described as the employment of
positive psychological resource capabilities and strengths that are effectively
created, measured, and managed to enhance workplace performance (Luthans,
2002). PC and POB are based on the movement of positive psychology
(Donaldson and Ko, 2010). Furthermore, the movement of positive psychology
emphasizes the notions of strengths, merits, brilliance, flourishing, contentment,
prosperous, spirit, movement, and optimum performance (Donaldson and Ko,
2010).

This study uses a dimensional approach to measure PC and therefore applies
Luthans’ multi-dimensional concept of PC (Luthans et al., 2005). It is a focal
multi-dimensional concept that aids in focusing individual capital concerns in
corporations. PC consists of dimensions like optimism (OP), hope (HO), self-
efficacy (SE), and resilience (RE) (Simons and Buitendach, 2013) and emphasizes
the optimistic character and assets of workers and the part it plays in boosting their
performance and growth (Luthans ef al., 2005). PC is linked to various variables
related to organizational performance and attitudes (Luthans et al., 2016) - for
instance, happiness and satisfaction at the workplace and organizational
citizenship (Avey et al., 2008; Tang et al., 2019; Tsaur et al., 2019)

This study additionally employs SRT to link PC with constructs related to
positive socialization, such as WF and OC (Nigah et al., 2012; Tsaur et al., 2019).
SRT (Saks and Gruman, 2011) proposes that a resourceful organizational
atmosphere is prone to enhance the PC dimensions of HO, SE, OP, and RE. In this

research, SRT provides socialization as a resource that enhances PC for optimistic
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outcomes of workers related to their IWB (Nigah et al., 2012).

3. Hypotheses’ development

3.1 Workplace fun and psychological capital

Luthans (2002) viewed PC as the study and implementation of human
resources (HR) with positive attitude, strengths, and talents that are evaluated and
evolve, along with the successful management of incremental performance in
modern organizations. PC comprises four resources: optimism, hope, self-
efficacy, and resilience (Luthans et al., 2004; Xu et al., 2022). Carver and Scheier
(2002) noted that (1) optimists look for positive developments in their lives, and
pessimists believe that unfortunate events will occur to them. (2) The definition of
hope is an excellent emotional state that is prompted by and rooted in a shared
perception of accomplishment and pathways that are planned to achieve goals and
agency (Tsaur et al., 2019). (3) Self-efficacy is a worker’s confidence and
persuasion about his or her skills to mobilize the motive, psychological
capabilities, or actions required to carry out an intended action in a predetermined
setting (Stajkovic and Luthans, 1998). Luthans (2002) defined (4) resilience as the
capacity of mental strength to rebound from misfortune and failures, uncertainty,
workplace conflicts, or positive developments, such as improved responsibility

and progression.

WF possesses interactive and social characteristics that can be employed as
an optimistic workplace resource (Fluegge-Woolf, 2014). Research has linked
these workplace resources to PC’s OP and SE dimensions (Xanthopoulou ef al.,
2007). Additionally, these resources have been further associated with all
dimensions of PC, including HO, SE, OP, and RE, by linking it to the social,
organizational resources with the help of employing SRT (Saks and Gruman,
2011). It has been indicated that optimistic workplace resources like WF that are
linked to the socialization process aid in lowering any risk (Bauer, 2007) and are
resourceful at generating optimistic sentiments to in turn create PC (Tsaur ef al.,
2019).
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Studies of the hotel industry have used PC as an antecedent variable. PC
increases an employee’s work engagement (Paek ef al., 2015), work-life quality
(Kim et al., 2017), workplace contentment (Jung and Yoon, 2015; Karatepe and
Karadas, 2015), life fulfillment (Paek et al., 2015), voluntary commitment to the
organization (Jung and Yoon, 2015), growth satisfaction (Paek et al., 2015), and
the overall morale of a worker (Paek et al., 2015) and decreases both the intention
to quit (Karatepe and Karadas, 2014) and family-work conflict (Karatepe and
Karadas, 2014) as well as work-family conflict. Bouzari and Karatepe (2017)
noted that sharing authority with subordinates positively affects a workforce’s PC,
and that its PC increases employees’ intention to stay, sales, and service-oriented

behaviors and decreases tardiness.

Few studies have targeted the connection between having fun at work and
having PC. This study determines the correlation between the concepts of WF and
PC by basing its assumptions on the implications of each of these terms. Workers’
motivation and output are increased, and their emotional needs are met by creating
an engaging work environment (Karl and Peluchette, 2006; Tsaur ef al., 2019).
Emotionally and psychologically supported workers have a positive frame of mind
and greater motivation (hope), and so they identify resources and strive to finish
specific actions within a specific setting (self-efficacy). In difficult situations, they
view complications enthusiastically and have the psychological ability to bounce
back quickly (resilience) (Luthans et al., 2007). A stimulating working
environment has a positive effect on employees’ PC.

Saks and Gruman (2011) developed SRT as the idea of providing resources
that help socialization and noted that businesses develop new employees’ PC by
arranging social activities (including employee training, enhancing work attributes,
and providing social support and leadership). The idea of having fun at work as a
constructive resource includes a signification of social support, and there is a
connection between this concept and the implication of social support that is
included in the concept of socializing resources (Saks and Gruman, 2011; Tsaur et

al., 2019). This study proposes the following hypothesis.
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Hypothesis 1. WF positively affects PC.

3.2 Psychological capital and organizational commitment

OC is the extent to which a person identifies with and cares about a specific
organization. This allows employees of a business enterprise to understand its
objectives and act in ways that help the organization (Naz et al., 2020; Xu et al.,
2022). Podsakoff et al. (2000) noted that in gratitude for company support,
employees behave well within the corporation. Salancik and Staw (1982) stated
that commitment to an organization increases willingness to work regardless of
the results of the actions. Workers who stay with their current employer are more
committed to their jobs. Deluga (1994) offered that employees with OC are
rewarded similarly by their bosses and organizations, which motivates them to
embrace behaviors that contribute to the organization.

One aspect of an employee’s work behavior within an organization is OC,
which is a mindset that binds and ties individuals to the entire organization. OC,
as an emotion of identification, involvement, and affiliation, negatively correlates
to turnover and absence rates when employees are committed to the organization’s
objectives and desire to be a part of the organization (Robbins, 2005; Tang ef al.,
2021). When employees are loyal to the organization, competitiveness within the
organization increases, which can lead to instability (Tang et al., 2021). PC is a
very new area of study, and there are few published studies at the group or
organizational level (Newman et al., 2014).

Research has indicated that the four dimensions of PC can be created and
linked with workers’ efficiency, conduct, and attitudes. Furthermore, the
association of PC is comparatively stronger with the workers’ attitude in
organizations that are prone to enhance their conduct in accordance with the aims
and objectives of the organizations (Luthans et al., 2007). Other research has
indicated that employees possessing high levels of OP and SE are more satisfied
at their work and have a significant level of OC (Rego et al., 2016; Wu and Chen,
2018)

Papers on PC for hospitality workers and the relevant attitudes or behavioral
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characteristics associated with it on an individual basis include Karatepe and
Karadas (2014), who hypothesized that constructive PC decreases disputes
between one’s family and job and curbs intention to leave the workforce. Jung and
Yoon (2015) noted that PC and organizational citizenship behaviors significantly
correlate.  Karatepe and Karadas (2015) also showed that job engagement
positively affects job attitude and PC. Hsiao et al. (2015) stated that sharing
authority with subordinates causes employees to have more positive performance
reviews. Bouzari and Karatepe (2017) determined how leadership, PC, and the
attitudes and actions of employees relate to each other. An increased PC level
increases OC and the likelihood of employees staying in their jobs (Paek et al.,
2015; Wu and Chen, 2018). The following hypothesis is proposed.
Hypothesis 2. PC positively affects OC.

3.3 Psychological capital and employee innovative behavior

Businesses gain a competitive edge through innovation (Tang et al., 2021).
Employee innovation contributes to developing fresh, workable ideas and
solutions for enterprise-related services, goods, and business operations.
Organizational innovation begins when employees engage in innovative behaviors
at work, such as problem-solving, taking advantage of opportunities, and actively
conceiving and then putting into action new ideas, products, services, and markets.
Studies of organizational innovation have determined how to persuade employees
to put their creativity to use rather than how to inspire them to develop it (Anderson
etal., 2014).

Janssen (2000) noted that employees’ IWB relates to the creation, adoption,
and use of fresh ideas inside a team or business. Employee innovation is crucial
for any company, as it increases work efficiency and company performance (Tang
et al., 2021). Studies of organizational behavior determine how organizations
foster new ideas, how to create a conducive environment, and whether or not they
can assist their employees in implementing ideas (Tang et al., 2021; Tierney and
Farmer, 2002). Through the process of self-cognition, the social context of an

organization affects the degree of innovation in workers (Yuan and Woodman,
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2010). Self-confidence or inventiveness in an employee is vital in completing
creative activities efficiently (Tierney and Farmer, 2002). Businesses must balance
the challenges of quick technical change and a challenging economic climate.

This study describes IWB as the total behavioral pattern for workers seeking,
establishing, putting into practice, and successfully implementing ideas for
innovations, new procedures, new methods, or new production methods to
transform into valuable outcomes (Tang et al., 2021). Luthans et al. (2005) and
Cole (2009) proposed models that show that PC has a direct effect on employees
and organizational outcome variables. This is the main effect of the model.
Middle-effects and buffer models show that PC indirectly affects the outcome.

The link between PC and innovation is complex. Some studies have shown
that PC increases creativeness (Sweetman et al., 2011). A study by Wang showed
that PC affects nurses’ readiness to practice new methods. An employee’s IWB is
affected by the employee, the business institution, and work characteristics based
on the organizational innovation multi-dimensional framework (Crossan and
Apaydin, 2010; Yan et al., 2020). This study determines the relationship between
PC and employees’ IWB (Yan et al., 2020).

Hypothesis 3. PC positively affects employees’ IWB.

3.4 Organizational commitment and employee innovative behavior

The literature has discovered whenever workers experience a high level of
OC that they will identify themselves more with the aims and goals of the
organization, which in turn enable them to engage in extra tasks and activities for
the betterment of the organization. Hence, the workers will be more prone to
engage in IWB for the exploration, promotion, and implementation of innovative
concepts in the organization (Battistelli et al., 2019). Thus, it can be inferred that
employees committed towards the attainment of a certain organizational goal are
more likely to develop and engage in IWB activities. Consequently, OC is
associated with IWB (Tang et al., 2019; Vuong et al., 2023).

OC is an intrapersonal normative factor that increases the likelihood that

individuals agree with the organization’s objectives and priorities. Employees
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acknowledge the team’s goals if they are committed to the organization and give
their best. Mathieu and Zajac (1990) also noted that an employee’s innovative
activity is a manifestation of dedication. That study showed strong links between
OC and employees’ IWB (Jafti, 2010; Tang et al., 2019). Empirical evidence has
shown a strong positive correlation between OC and innovation performance in
the retail industry (Jafri, 2010). Wiener (1982) noted that OC is a personal
motivation that spurs employees to participate in activities that align with the
organization’s interests and aims (Tang et al., 2021). We present the next
hypothesis.
Hypothesis 4. OC positively affects employees’ IWB.

3.5 Organizational commitment and psychological capital as
mediators

WEF is an organizational resource with interactive and social characteristics
(Becker and Tews, 2016). These interactive and social characteristics of WF are
most likely to enhance workers’ fun or happy emotions (Tews and Noe, 2019).
Hence, WF can be described as a variable possessing environmental attributes.
Research has indicated that environmental attributes help to enhance job
assessment in accordance with capabilities, importance, emotions, and selection
criteria and in turn impact the resulting conduct (Thomas and Velthouse, 1990).
Environmental attributes are found to impact workers’ performance through PC,
which indicates the mediation capabilities of PC (Luthans et al., 2007). In addition,
SRT indicates that organizational resources can enhance all four dimensions of PC
(Saks and Gruman, 2011). It was further discovered that social characteristics are
employed by organizations to aid new workers in the creation of optimistic
feelings (Nigah et al., 2012), which are responsible for supporting the workers in
the attainment of higher PC, which then further impacts and predicts employees’
IWB (Tang et al., 2021) and OC  (Yan et al., 2020). Hence, this research aims to
find the mediating impact of PC on the WF and IWB nexus (WF -> PC -> [WB)
and the WF and OC nexus (WF -> PC -> OC). Hence, the following hypotheses

are proposed.
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Hypothesis 5. PC mediates the relationship between WF and employees’ IWB.

Hypothesis 6. PC mediates the relationship between WF and OC.

One study in the hotel context found a significant association between PC
and OC (Wu and Chen, 2018). Hospital-based research has focused on PC’s link
with the high levels of workload and stress of nurses. PC has been found to impact
employees’ OC (Zhou et al., 2018). Similarly, a study conducted in Turkey
presented a correlation between OP and HO dimensions of PC with OC and job
satisfaction (Cetin, 2011). Other studies have also reconfirmed the relationship
between PC and OC (Tang et al., 2019; Wu and Chen, 2018).

As OC relates to workers’ devotion to their organization, it is regarded as a
motivating force that drives them to engage in extra activities for the attainment
and fulfillment of the organization’s aims and goals. Previously, it was proposed
that workers’ IWB relates to extra work activities (Mathieu and Zajac, 1990). A
significantly positive association has been discovered between OC and IWB (Tang
et al., 2021). The above discussion hypothesizes OC in a mediating role (PC ->
OC ->IWB). Hence, the following hypothesis is proposed.

Hypothesis 7. OC mediates the relationship between PC and employees’ IWB.

To offer further insights, this study aims to discover the chain mediation
impacts of PC and OC on the WF and IWB nexus (WF ->PC -> OC ->IWB). The
following hypothesis is presented.

Hypothesis 8. PC and OC chain mediate the relationship between WF and
employees’ IWB.

Figure 1 illustrates the theoretical framework of this study.

4. Methodology

This study’s participants were Taiwanese workers employed in different
businesses. A total of 410 workers were selected using a convenience sampling
technique. The sample businesses cover a diverse set of manufacturing industries
(fast moving consumer goods (FMCGs), electronics, and plastics) and service
industries (restaurants, hotels, and cafes). This study employed a research

company to collect data from the employees with the help of a closed-ended, self-
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Figure 1
Theoretical framework

administered questionnaire. The response rate was 91.30%, which is a reasonable
response rate (Comrey and Lee, 1992; MacCallum et al., 1999). The study’s
sample characteristics appear in Table 1. From the table outcomes, the number of
male respondents is comparatively higher at 54.1%. Based on age characteristics,
two groups, including samples aged under 30 years (35.7%) and samples between
the ages of 30 to 39 (31.3%), represent the majority of the total sample.

Questions with answers on a Likert scale help determine how strongly
participants agreed or disagreed with statements. Responses to these questions
were graded on a scale of 1 to 7, with 7 representing strong agreement, 1
representing strong disagreement, and 4 representing neutrality.

In terms of the measurement tool’s reliability, studies have shown that the
validity of the Likert scale is increased when using a 5- to 7-point Likert scale. A
10-point Likert scale provides a lower score, and so it is not as reliable (Khan et
al., 2021). The PC-measure items were adjusted and adapted from Santos et al.
(2018). The items to measure WF were modified from Tsaur et al. (2019). The

elements to measure OC were adapted from Ko (2021). The criteria to measure
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IWB were adopted from Lai et al. (2016). A pilot test was conducted using 100
randomly chosen representative employees before the official survey was
launched. The sample chosen for this test were workers employed in different
industries in Taiwan who represented similar characteristics for the sample to be
studied in the main research (Roopa and Rani, 2012). This test was used to evaluate
and validate the survey questionnaire. The questionnaire items are provided in the

appendix section of the manuscript.

5. Data analysis

The collected data were analyzed using the PLS (partial least squares) method.
There are two phases to this study. The study’s first phase involves checking the
constructs’ reliability and validity, and the second phase involves calculating
causal directions for constructs and path coefficients (Anderson and Gerbing, 1988;
Hulland, 1999). PLS is the best method for maintaining the suggested connections
and calculating complex research frameworks (Petter et al., 2007). The availability
of efficient indicators for variable normality and randomness in the results of a
study makes PLS appropriate for measuring outcomes with an irregular
distribution. Dynamic research frameworks are also used (Chin and Newsted,
1999; Zhao and Khan, 2021). PLS is preferable to other SEM methods to analyze
the data of this study.

5.1 Common method bias

The importance of common method bias is stressed in survey research
(Podsakoff et al., 2003). Hence, this research employed Harman’s single-factor
method to examine common method bias in its survey. According to this test, a
survey exhibits common method bias if the outcome of any single factor is higher
than 50% in comparison to the variance of all the items with the help of an
unrotated matrix (Aguirre-Urreta and Hu, 2019; Podsakoff ez al., 2003). According
to the results of this study, the value for Harman’s single-factor test was 30.801%.
This means that common method bias was not present in the survey, because the

value was less than fifty percent, meaning none of the factors accounted for more



Corporate Management Review Vol. 43 No. 2, 2023 53

Table 1

Sameple characteristics
Respondents’ Gender Percentage
Male 54.1
Female 45.9
Total 100
Respondents’ Age Percentage
Under 30 35.7
30 to 39 31.3
40 to 49 18.4
50 to 59 10.2
Over 60 4.4
Total 100

than a variance of 50%.

5.2 Descriptive statistics

This research employed four variables: WF, PC, OC, and IWB. Two
variables, OC and IWB, were first-order constructs, whereas PC and WF were
second-order constructs. PC included SE, HO, OP, and RE as its components. WF
included CI, CS, FA, and MS as its components. Table 2 represents the correlation
matrix and descriptive statistics, including the mean and standard deviation of the
research constructs. This research employed the Fornell and Larcker (1981)
criteria to determine the correlations between the constructs of the study. To
measure the latent constructs, this technique uses the square root of AVE (average
variance estimate) (Ab Hamid et al., 2017). Table 2 shows that the constructs are
more effective at explaining variation than other indicators, because the square
root of AVEs is greater than that for competing constructs. Furthermore, in Table
2 all the constructs show low collinearity with other variables versus their relative

second-order construct in the table.



54 Understanding the mechanism and impact of workplace fun
on employee innovative behavior

Table 2

Descriptive statistics and correlation matrix

Construct Mean Standard CI [} IWB FA HO MS op ocC PC RE SE WF
Deviation

CI 5.753 1.189 0.953

CS 5.937 1.118 0.565 0.888

IWB 5.445 1.401 0.687 0.619 0.862

FA 5.698 1.239 0.651 0.608 0.759 0.863

HO 5.953 1.013 0.715 0.566 0.651 0.645 0.881

MS 5.496 1.440 0.650 0.612 0.792 0.723 0.594 0.908

Op 5.846 1.129 0.702 0.555 0.654 0.662 0.839 0.634 0.865

ocC 5.726 1.225 0.742 0.603 0.839 0.721 0.725 0.785 0.710 0.895

PC 5.937 1.104 0.759 0.590 0.677 0.690 0.950 0.630 0.929 0.742 0.823

Re 5.920 0.990 0.751 0.583 0.684 0.697 0.890 0.638 0.851 0.739 0.952 0.887

SE 6.030 1.030 0.676 0.506 0.551 0.582 0.824 0.497 0.821 0.608 0.921 0.818 0.873

WF 5.721 1.246 0.819 0.799 0.845 0.888 0.731 0.897 0.745 0.839 0.774 0.776 0.652 0.770

Notes: SE = Self-efficacy, OP = Optimism, HO = Hope, RE = Resilience, PC = Psychological Capital, FA = Fun Activities,
CI = Client Interaction, CS = Co-worker Socializing, MS = Manager Support for Fun, WF = Workplace Fun, OC =

Organizational Commitment, and IWB = Innovative Work Behavior. The value of the diagonal is the square root of AVE

5.3 Convergent validity

Table 3 shows that the Rho A and Cronbach Alpha’s values for all
constructs are greater than 0.7. The CR values for all constructs are also greater
than 0.7 (Chin, 1998), demonstrating the instrument’s internal validity. This result
is consistent with those in Table 3. A construct has strong convergent validity in a
value greater than 0.5 for AVE (Fornell and Larcker, 1981). The AVE values were
between 0.742 to 0.908 (as shown in Table 1), demonstrating a high degree of

convergence.
5.4 Discriminant validity

The degree to which two constructs can be distinguished is called
discriminant validity. The Heterotrait-Monotrait Ratio (HTMT) for associations is

an advanced instrument that is also used to determine discriminant validity. The
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Table 3

Descriptive statistics and correlation matrix

Construct Name Indicator Factor Loading Cronbach’s Alpha Rho_A Composite Reliability Average Variance Extracted (AVE)
CI CIl 0.938 0.949 0.949 0.967 0.908
C2 0.958
C13 0.962
CS Csl1 0.888 0.910 0.912 0.937 0.788
Cs2 0.889
CS3 0.908
Cs4 0.864
FA FAl 0.820 0.914 0.916 0.936 0.745
FA2 0.896
FA3 0.858
FA4 0.903
FAS 0.837
MS MS1 0.912 0.945 0.953 0.959 0.824
MS2 0.950
MS3 0.951
MsS4 0.942
MS5 0.769
IWB IWB1 0.912 0.919 0.956 0.942 0.742
IWB2 0.931
IWB3 0.931
IWB4 0.921
IWB5 0.939
ocC 0oCl1 0.901 0.938 0.938 0.953 0.802
0oc2 0.923
0C3 0.936
0oc4 0.881
0oCs 0.832
HO HO1 0.878 0.943 0.943 0.954 0.777
HO2 0.896
HO3 0.893
HO4 0.889
HO5 0.856
HO6 0.876
orP OP1 0.855 0.916 0.917 0.937 0.748
OoP2 0.875
OoP3 0.858
OP4 0.880
OP5 0.857
RE RE1 0.869 0.946 0.946 0.957 0.787
RE2 0.881
RE3 0.896
RE4 0.882
RE5 0.905
RE6 0.887
SE SE1 0.852 0.937 0.939 0.951 0.762
SE2 0.863
SE3 0.869
SE4 0.912
SE5 0.902
SE6 0.839

Note: OP = Optimism, SE = Self-efficacy, HO = Hope, PC = Psychological Capital, RE = Resilience, FA = Fun Activities,
CS = Co-worker Socializing, CI = Client Interaction, MS = Manager Support for Fun, OC = Organizational Commitment,

WF = Workplace Fun, and IWB = Innovative Work Behavior.
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most significant value for HTMT that verifies the validity is 0.85, but a value
greater than the threshold value illustrates an issue with discriminant validity.
Table 4 shows the HTMT results (Henseler ef al., 2015).

This study calculates GOF (goodness of fit) using the equation of Tenenhaus

et al. (2005) to characterize the overall quality of the constructed model:

GOF = VAVE xVR2 = 0.788x0.679 = 0.731

GOF is 0.731, which meets the threshold to achieve a significant effect size
of 0.268 (Wetzels et al., 2009).

5.5 Emipirical results

Path analysis for the study framework assessment was performed using Smart
PLS 3.2.8. The inner model is computed in this phase. The hypotheses that the
internal model proposed were validated by calculating a p-value and a t-value.
The hypotheses were supported if the t-value is greater than 1.96 and the p-value

Table 4
Heterotrait-monotrait ratio (HTMT)

Construct  CI CS IWB FA HO MS (0) 4 oC PC RE SE WF
CI
CS 0.605
IWB 0.732  0.676
FA 0.699 0.664 0.820
HO 0.756  0.610 0.690 0.696
MS 0.685 0.655 0848 0.775 0.627
OoP 0.751 0.606 0.710 0.724 0.898 0.678
oC 0.785 0.651 0895 0.778 0.771 0.833 0.765
PC 0.787 0.623 0.709 0.729 0.788 0.650 0.779 0.773
RE 0.793 0.627 0.730 0.750 0.842 0.672 0812 0.784 0.788
SE 0.717 0.547 0595 0.630 0.775 0.526 0882 0.647 0.764 0.768
WF 0.842 0834 0817 0849 0.768 0.738 0.792 0.783 0.797 0.813 0.686
Note: SE = Self-efficacy, OP = Optimism, HO = Hope, RE = Resilience, PC = Psychological Capital, FA = Fun Activities,

CI = Client Interaction, CS = Co-worker Socializing, MS = Manager Support for Fun, WF = Workplace Fun, OC =

Organizational Commitment, and IWB = Innovative Work Behavior.
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is less than 0.05. R square signifies the ratio of predictor constructs, which
determines the predictive ability of the research framework (Chen et al., 2021;
Khan et al.,2021; Xu et al., 2021). The R square value is substantial if it is around
0.67, moderate if it is around 0.33, and weak if it is around 0.19 (Chin, 1998).

Table 5 and Figure 2 show the empirical results. Data for this study show that
WF has a significant effect on PC, and so HI is supported (B = 0.775, t-value =
32.306). PC has a significant effect on OC; hence, H2 is also accepted (p = 0.743,
t-value = 26.863). PC has a significant effect on IWB, thus supporting H3 ( =
0.115, t-value = 2.137). A statistically significant correlation exists between OC
and employees’ IWB; hence, H4 is also supported ( = 0.754, t-value = 14.441).

The data for Table 6 are generated using SMART PLS and show the indirect
effects of the study. The results show that PC and OC act as mediators between
WF and IWB (B = 0.434, t-value = 11.720) and PC acts as a mediator exclusively
(B = 0.089, t-value = 2.089) for the relationship between WF and IWB. The
mediating effect of PC on the relationship between WF and OC is statistically
indirectly significant (B = 0.576, t-value = 16.409). These results show that PC
indirectly significantly correlates to IWB, and OC is the mediating variable (f =
0.560, t-value = 13.381).

6. Discussion

6.1 Discussion and conclusions

This study used OC, Saks, and Gruman’s theory of socialization resources,
the theory of positive organizational behavior, and Luthan’s theory of PC to
determine the effect of WF on employees’ IWB. This study addressed four direct
relationships. The study determined how PC was affected by WF, how PC affected
OC and workers’ IWB, and the effect of OC on workers’ IWB. This research also
discovered all the indirect effects of WF on employees’ IWB.

The results of this study showed that WF was strongly linked to a positive
attitude towards PC. The results are reasonably consistent with those of Tsaur et

al. (2019), who evaluated the WF and work engagement nexus. Tsaur et al. (2019)
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Table 5
Empirical results
Hypothesis Path Coefficient (B) T Value P Value
H1: WF ->PC 0.775 32.306 0.000
H2: PC->0C 0.743 26.863 0.000
H3: PC->IWB 0.115 2.137 0.033
H4: OC->IWB 0.754 14.441 0.000

Note: PC =Psychological Capital, WF = Workplace Fun, OC = Organizational Commitment, and IWB = Innovative Work

Behavior.

0.560%** (PC -> OC->IWB)

Organizational

Fun activities

Commitment
(00)

Coworker
socializing

0.775%%* Psychological 0.754%%*

Manager
support for fun

Capital (PC)

Client
Interaction

Employee
Tinnovative Work

Behavior (IWB)

Self-efficacy Optimism Hope Resilience

0.434%** (WF -> PC -> OC -> IWB)

Note: * p<0.05, ** p<0.01, and *** p <0.001.

Figure 2
Research results

applied the concept of PC within the context of the hotel industry to determine the

moderating and mediating roles in this relationship. Employees on the front line

of Taiwan’s tourism and hospitality businesses were the focus of that study.

According to the findings of Tsaur et al. (2019), WF significantly boosted
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Table 6
Indirct effects
Indirect Effect Path Coefficient () T Value P Value
H5: WF ->PC ->1WB 0.089 2.089 0.037
H6: WF > PC > OC 0.576 16.409 0.000
H7: PC->0C->IWB 0.560 13.381 0.000
HS8: WF ->PC->0C ->1WB 0.434 11.720 0.000

Note: PC =Psychological Capital, WF = Workplace Fun, OC = Organizational Commitment, and IWB = Innovative Work

Behavior.

employees’ PC. Regarding the relationship between workplace engagement and
WE, PC acted as a partial mediator. PC had a strong moderating effect on the
relationship between work engagement and WF, and it was also found to
strengthen the connection between WF and work engagement.

This study also showed a strong relationship between PC and OC. The results
herein are comparable to those of Wu and Chen (2018), who took a macro-level
view of the social exchange theory to determine the relationships among collective
PC, shared leadership, creativity, and OC in Taiwan’s hospitality sector. Their
study showed that PC mediates the relationship between OC and creativity.

This study’s results also showed a link between PC and IWB for workers.
Similar results were achieved by Yan et al. (2020). Using structural equation
modeling, Yan et al. (2020) determined the relationship between PC and IWB for
nurses - specifically, the role of serial-multiple mediation of work control and
innovation atmosphere perception in the workplace. Yan et al.’s (2020) study
showed that job control and the perception of an organizational innovative climate
play a crucial mediating role between PC and IWB activity. Nurses’ IWB rises via
PC.

There was also a strong relationship between OC and IWB. This study’s
results are comparable to those of Tang et al. (2021). The study by Tang et al.
(2021) involved the IT sector. Businesses in this sector often consider employees
to be primary value creators. To increase employee innovation, creativity, and

commitment and to decrease turnover intentions, companies actively strive to
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build employer-employee relationships in which workers’ commitment to staying
with the company is motivated by more than just financial rewards. HR
professionals must encourage workers to voluntarily invest in their work and see
organizational growth as an integral part of their professional development. By
studying moderators such as job satisfaction and OC, Tang et al. (2021)
determined how well-matched people felt about their organization and how jobs
affected their intentions to stay or leave their positions. According to the findings
of Tang et al. (2021), employees’ propensity to innovate on the job and their
intention to leave an organization awere positively affected by OC and work
satisfaction. This shows that businesses should hire the best possible staff, increase
employee satisfaction at work, and plan for the long term.

This study demonstrates that WF strongly and indirectly correlates with IWB
when PC and OC are mediators and with PC alone as a mediator. The results herein
are consistent with those of Aria et al. (2019), who took PC and perceived
organizational support (POS) as mediating variables for high school teachers and
as mediators to determine the relationship between leadership and employees’
intention to stay. According to the results of Aria et al.’s (2019) study, PC and POS
were mediating variables for the relationship between leadership and intention to
stay. Another study by Ko (2021) also used OC as a mediating variable, measuring
the effect of social capital on the subjective health of employees, using OC and
quality of work-life as mediators. The study involved employees who work in the

public sector in South Africa and utilized OC and work-life quality as mediators.

6.2 Theoretical implications

This study makes substantial theoretical contributions to the employed
framework by integrating and extending key organizational behavior theories.
First, rooted in the socialization resources theory (Birtch et al., 2016; Mitchell et
al., 2012), the study reveals WF as a potent socialization resource, fostering
employee adaptation and subsequently influencing IWB. This dual role of WF not
only advances this theory, but also enhances our understanding of the mechanisms

connecting enjoyable work environments with innovative outcomes. Second, the
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study enriches the positive organizational behavior theory (Donaldson and Ko,
2010; Luthans and Youssef-Morgan, 2017) by demonstrating the expanded
pathway that links WF to innovative outcomes through PC and OC and provides
a nuanced understanding of how positive organizational behavior influences
employee IWB. Integrating these theories and unveiling the mediating roles of PC
(Lei et al., 2020) and OC (Ibrahim Alzamel et al., 2020), the study presents a
comprehensive theoretical framework and elucidates the interconnected processes
through which WF affects IWB, thus bridging gaps in the literature and paving the
way for a more holistic understanding of the organizational dynamics shaping
employee innovation.

Contribution is vital for enhancing managerial importance, and this
necessitates various investigations. Several theoretical advances are made possible
by this study. First, it offers fresh perspectives on implementing Saks and
Gruman’s (2011) theory of socialization resources. It shows that businesses can
increase new hires’ PC through social initiatives (including new job characteristics,
training for employees, leadership, and social support). The concept of
socialization resources is associated with the social support connotation that this
study attributes to WF (Saks and Gruman, 2011; Tsaur et al., 2019). Hence, this
research hypothesizes and validates the relationship between WF and PC. In
addition, this research is unique in terms of empirically proving the relationship
between WF and PC in the context of Taiwan’s industries. The empirical results
herein infer based on SRT that organizations should focus more on WF, which
denotes a workplace resource, and its direct association with PC, which denotes a
personal resource.

Second, this study theoretically contributes to the PC’s theory of POB
(Luthans, 2002) and Luthans’ theory by taking PC as a second-order construct
comprising SE, RE, OP, and HO (Luthans et al., 2007). This research further
theoretically indicates that PC plays a vital role in motivating employees about
IWB. Thus, the present research theoretically hypothesizes and validates the PC
and IWB nexus. The outcomes empirically and theoretically support the literature,

indicating a positive association between PC and IWB (Kumar ef al., 2022; Yan et
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al., 2020). PC is associated with the POB theory and hence closely relates to the
conduct of employees. Consequently, it is inferred that employees having higher
PC will better face organizational issues with OP. Thus, PC and employees’ skills
are deemed to significantly impact employees’ IWB.

Third, this research also advances the literature regarding PC by linking it
with OC. It follows the idea that PC is created by those employees who are
optimistic in regard to their capabilities and feel more satisfied at their workplace,
which in turn enhance their OC (Rego et al.,, 2016; Wu and Chen, 2018).
Consequently, this research empirically hypothesizes and proves a significant
relationship between PC and OC.

Fourth, this study further contributes to OC literature by linking it to IWB. It
theoretically indicates that employees having a high level of OC are more prone
to link themselves with the organization’s aims and make efforts to engage in extra
activities for the success of their organization (Battistelli ez al., 2019). This study
further infers that employees engaged in extra activities are active in employees’
IWB to attain the organizational goals and empirically proves the hypothesized
relationship between OC and IWB.  The outcome of this research empirically and
theoretically supports the notion that the level of employees’ commitment to their
organization is directly associated with the effort they put into the engagement of
IWB for the attainment of organizational aims. Hence, OC is linked with IWB
(Battistelli ez al., 2019; Vuong et al., 2023).

Fifth and finally, in terms of the chain mediation of PC and OC, no previous
studies have demonstrated that WF has an indirect impact on IWB. This study
contributes significantly to the literature on Taiwan’s industry by being the first
empirical one to confirm that WF has a significantly positive impact on PC and a
significantly indirect effect on IWB. It also shows that OC and PC have an indirect
role between WF and employees’ IWB, meaning that WF significantly affects
employees’ IWB through OC and PC. Studies have noted when companies invest
in a more enjoyable workplace for their employees that productivity and

engagement at work increase.
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6.3 Practical implications

Workers exhibit social traits, because of the industry’s emphasis on human
interaction. Managers must encourage WF by hosting events such as birthday
parties, competitions, and employee recognition ceremonies, which would
strengthen employees’ social ties to each other and generate happy feelings that
boost productivity. PC also has a positive effect on IWB. Workers benefit
significantly from a high level of PC, and managers must ensure that they keep or
gain proficiency in their work through positive reinforcement and encourage them
to demonstrate more IWB.

Business organizations gain a competitive edge when their employees’ PC
increases. Hence, applicants for jobs are advised to complete a PC questionnaire
during recruitment to ensure that personnel with a higher PC are hired, because
PC is an indirect variable between IWB and WF. Having more people in a
company with a high PC makes the workplace even more enjoyable. Consequently,
workers must generate a distinctive mindset. Administrators must also promote
entertaining events to encourage employees to socialize and increase their PC.

Employees’ IWB rises when catering to their emotional needs. Human
resources departments should provide relevant training courses for employees.
Participating in training programs boosts workers’ confidence in their abilities to
do their jobs well. The hope and optimism of workers increase if they feel more
confident in their ability to do their jobs after participating in activities that are
designed to boost self-efficacy, such as role modeling and practice. Employees
who participate in and complete training develop greater mental resilience and
deal better with workplace stress. When workers build more PC capital, an
increase in workplace enjoyment strengthens their intention to work.

Industries must also focus on their workers’ careers by providing them with
training and learning opportunities. These investments in their careers increase the
organizations’ OC (Chen et al., 2012). Workers’ OC rises by encouraging
communication between workers and managers in organizations (Afsar et al.,

2018). Employees’ OC also increases by enhancing their power as decision-
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makers in the organization (Xu ef al., 2022).

6.4 Limitations and future research

In order to determine WEF’s effect on PC and the relationship between OC and
PC and between WF and IWB, this study evaluates data on respondents from
different Taiwan industries. Future studies might target specific industries, such as
the technology industry or the manufacturing industry. Taiwan’s industrial sector
could be studied to determine how WF affects employees’ intrinsic motivation
across different sectors. This study pertains to Taiwan, a developing economy, and
so the research methodology could be applied to more developed countries. WF is
increasingly important, and organizational characteristics should be an element
when studying the relationship between WF and other variables.

This study uses PC as a second-order construct. However, PC could be a first-
order construct, consisting of hope, optimism, resilience, and self-efficacy as
independent constructs (Xu et al., 2022). Hence, to support Luthans et al.’s. (2007)
theory of PC, future studies might determine the independent effect of each
dimension of PC to allow researchers to employ the most relevant parts of PC, as
practiced by other researchers (Gardner et al., 2005; Walumbwa et al., 2008).

This study adopted a PLS-SEM methodology and collected the data for this
study from the same individuals at the same time frame, hence, to assure the issue
of common method variance (CMV), this research employed Harman’s single
factor test, which is deemed as a leanient approach and might omit some variances.
Hence, future researchers opting to utilize PLS-SEM approaches can include a
“marker variable” to deal with the issue of CMV (Chin et al., 2013; Ronkko and
Ylitalo, 2011). Researchers taking a covariance-based structural equation
modelling (CB-SEM) approach can use other statistical analysis tools that are
recommended by Podsakoff et al. (2003).

Appendix A. Questionnaire

Psychological Capital (scaled from strongly disagree to strongly agree on a 7-point scale)
(Santos et al., 2018)
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Work Self-efficacy

SE1 I feel confident in analyzing a long-term problem to find a solution.

SE2 I feel confident contacting people outside the company (e.g., suppliers,
customers) to discuss problems.

SE3 Although the supervisor assigns me an extra job that I never have done, |
still believe in my ability that I can do it.

SE4 I am confident in my performance that I can work under pressure and in
challenging circumstances.

SES I feel confident that I can accomplish my work goals.

SE6 If the organization transforms a new working system that is difficult to
understand, I am still confident that I can learn new things from this system.

Optimism

OP1 I am optimistic about what will happen to me in the future as it pertains
to work.

OP2 At work, I always find that every problem has a solution.

OP3 I believe that all the problems occurring at work always have a bright
side.

OP4 If I face a bad situation, I believe everything will change for the better.

OP5 I believe that success in the current work will occur in the future.

Hope

HOl1 At present, | am energetically pursuing my work goals.

HO2 I have several ways to accomplish the work goal.

HO3 When I find that my performance appraisal is less than the
expected goal, I try to find ways to improve and then start to do
better.

HO4 Now, I feel that I am energetic to accomplish the work goal.

HOS5 When I set goals and plan to work, I concentrate on achieving the goal.

HO6 I work towards goals set by the belief that “Where there is a will, there is a

Resilience

b3

way.
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RE1 I usually manage difficulties one way or another at work.

RE2 [ usually take stressful things at work in stride.

RE3 Although my work has failed, I will try to make it a success again.

RE4 Although too much responsibility at work makes me feel awkward, I can go
through work successfully.

RE5 I am undiscouraged and ready to face difficulties at work.

RE6 When faced with disappointment at work, “I might have fallen, but I can
quickly get up.”

Workplace Fun (scaled from strongly disagree to “strongly agree” on a 7-point scale)
(Tsaur et al., 2019)

Fun Activities

FA1 My organization conducts public celebrations of work achievements.
FA2 My organization plans team-building activities.

FA3 There is a recognition for my milestones in the organization.
FA4 My organization conducts various social events.

FAS My organization engages in various competitions.
Co-worker Socializing

CSl1 My co-workers and I share stories.

CS2 My co-workers and I joke around with each other.

CS3 My co-workers and I socialize at work.

CS4 My co-workers and I socialize outside of work.

Manager Support for Fun

MS1 My managers encourage employees to have fun on the job.
MS2 My managers emphasize employee fun in the workplace.
MS3 My managers try to make my work fun.

MS4 My managers care about employees having fun on the job.
MSS5 My managers allow employees to play around on the job.
Client Interaction

cl I always enjoy fun in serving customers.

CI2 I enjoy communicating and interacting with clients.

CI3 I can have fun with my interaction with clients.

Organizational Commitment (scaled from strongly disagree to ““strongly agree” on a 7-
point scale) (Ko, 2021)

0OC1 I am glad that I chose to work for this organization.

ocC2 I am proud to tell others that I work at this organization.

0C3 This organization has a great deal of personal meaning for me.

0OC4 I put in a great deal of effort beyond what is normally expected to help this

organization be successful.
0Cs I am willing and ready to do anything for my organization.

Workplace Innovative Behavior (scaled from strongly disagree to strongly agree on a 7-
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point scale) (Lai et al., 2016)

IWB1 The employees of my organization as a group search out new technologies,
processes, techniques, and/or product ideas.

IWB2 The employees of my organization as a group generate creative ideas.

IWB3 The employees of my organization as a group promote and champion ideas
to others.

IWB4 The employees of my organization as a group investigate and secure funds
needed to implement new ideas.

IWBS The employees of my organization as a group develop adequate plans and
schedules for the implementation of new ideas.

IWB6 The employees of my organization as a group are not innovative.
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