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Abstract

The purpose of study is to examine the impact of fun at work on project perfor-

mance.This data was collected from the two eighty four respondent that are work-

ing in different project based organizations of Pakistan.The results indicate that

fun at work has a significant and positive impact on project performance.The me-

diating role of work engagement between fun at work and project performance was

established.Attitude towards fun playing the role of a moderator has shown signifi-

cant impact between fun at work and project performance relationship.This study

contributes particularly in the area of project management and fun at work.This

study also gives significant implications for academicians and practitioners.

Key words: Fun at Work, Work Engagement, Attitude Towards Fun,

Project Performance
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Chapter 1

Introduction

1.1 Background of the Study

Fun at work is introduced in a way which really causes organizations to build the

environment that encourage employees engagement and project performance.Fun

at work comprise of social,task activities of funny nature which give an individ-

ual entertainment and happiness (Fluegge, 2008).Fun at work emerge from fish

movie.It demonstrates by what means workers in fish market perform their duties

joyfully in light of their fun logic (Lundin et al., 2002).According to McDowell

(2005) fun at work characterized into the three dimensions:Fun climate,Fun per-

son and Fun element which indicates an atmosphere,individual character and fun

activities that are enjoyable,amusing and playful.In a comparable mood,Southwest

Airlines recommended representatives to take part in fun activities with the goal

of empowering a pleasing and fun working environment(Sunoo, 1995).For instance,

New York headquarters allows representatives to try humor room or fun break ac-

tivity (Caudron, 1992).Even IBM representatives recommended to try playrooms

and imaginative spaces (Collison, 2002).

Eliot (1994) set a pattern for organization by reflecting a statement that make

1
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the work valuable and not only work for dollar.He work hard to prove his state-

ment.Another important issue for managers is to explore what make the environ-

ment fun.Previous research shows that by introducing fun activities,group lunch,

outgoing plans make the productivity and morale high (Hale, 2002).

Lawler III (1992) found that those organizations in which employees are ac-

knowledged by good work,by throwing party,by giving them reward,by casual day

have more successful work units and these are because of high involvement of

managers.These factors elaborate the importance of fun and having top man-

agement.Positive link between fun environment and subjective wellbeing found

by(Diener and Lucas, 2000).Perrin (1998) found that having fun helps to promote

productive projects.

Twelve categories of fun activities comprise of bringing food at work,competition

for productivity,games,organizing trips,outside social gathering,participating in

volunteer occasion,holiday gift exchange(secret friend exchange),public celebra-

tion of work achievement(award banquet),theme days(casual fridays),recognition

of personal milestones(birthdays),opportunities for encouraging talent(art classes)

and removing stress activities(fitness classes) described by Ford et al. (2003).

McDowell (2005) defined fun into different categories that is socializing,celebrating,

personal freedom and global fun.Less stress and low turnover and more energetic

people found by having fun (McGhee, 1979).People having fun do good jobs with

others and provide good services as well (Berg, 2001).

Moreover,fun at work described as tangible and intangible fun.For tangible,work

environment fun includes some genuine exercises like sport activities offer by the

organization (Meyer, 1999).For intangible, work environment fun viewed as atmo-

sphere in the organization.Various authors outline humor as important component

in work place.

Blanchard and Cheska (1985) defined fun as voluntary,enjoying activity as chance

to explore,active engagement and self belief.They keep up that the inverse of work
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is leisure,while work might be view as play.Moreover,fun at work viewed as an

essential mediator for learning and socialization (Rieber, 1996).

Worker characteristics also link with fun at workplace (Ford et al., 2003).It decide

the sort and measure of fun that worker want.Age of the employees also link with

fun.Younger employees are more connected with fun.Managers with higher educa-

tion offer more fun activities includes career growth process, personal milestones

recognition and stress relief than less educated managers.Recently college graduate

seen work as self-articulation,not only to gain cash.They need an extraordinary

pay as well as need fun and interesting job.Consequently,companies who are keen

on convincing representatives are in push to make fun work environment (van Meel

and Vos, 2001).

According to Danko (2000) the offices which are designed attractively helps to

improve the productivity of work and to do work on time.It might enhance business

capacity to enlist new specialists,decreasing enrollment costs and drawing in top-

quality workers.Also administrative system affect the work environment.Mayfield

and Jacqueline (2004) found significant relationship between leader communication

and worker innovation.

In past,creativity and new ideas were not much needed in the work.The stress

was high due to excessive workload.Employees worked in tight schedule.Due to

non-flexibility of schedule,employees were dull and did not complete work on time

as well.Employees did not ask any question.They always keep their head down in

front of manager.But present business succeed only with highly productive workers

who come up with new creative ideas.Fun at work foster creative thinking.When

employees have freedom to say anything without any fear then they are more

interested in finding solution.In this way,manager and employees work together in

a more productive way.By incorporating some fun during training sessions compel

newcomers.In 2013 survey found that people like their jobs because of having

flexibility and freedom.By fulfilling the needs of employees helps to keep them
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longer.Fun at work is not only about playing games.It also include allow everyone

to take part in decision making by creating strong collaboration among them.

Worker gets happy and satisfied by having fun at work.They feel less stressed

have more ability to generate creative ideas,are more good in making relations,in

communications and show high level of performance at work and foster produc-

tivity also.They are more daring to take risk.They are not afraid to make mis-

takes they learn from mistakes and also have positive attitude that helps them to

succeed.Because of a having all these attributes they become the role models for

others.When fun is encouraged others also want to take part in it.When companies

did not allow fun employees motivation drops,they are generally less productive.

Fun at work enhance creativity and promote adjustable ways of looking at things,it

keep state of mind light and helps to achieve goal on time with positive en-

ergy.Successful companies recognize each event to keep their goals high because

they realize this is the only way to achieve target.This is the reason companies use

fun and introduce ways to honor their employees because of their hard work.Team

that enjoy collectively perform well thus enhance unity and remove all barriers.

Fun at work encourage to take part in decision during sessions,remove clashes and

keep information for long time.It is the most effective way to fasten at individ-

ual level and build empathy.At times when attitude barriers are on way so comic

side remove such hurdles and welcome whole heartedly by establishing a domain

where straight forward communication can be conducted.Fun can put an exciting

end to business conformity.And basically it boost the business field of work.People

having fun at work get less sick,have less stress.It keep them healthier and balance.

Fun at work helps to boost up motivation in order to succeed.When we are mo-

tivated we build try to do list and set goals.It strive us toward work.Fun at work
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raises social element.By sharing,doing discussions about project helps to get pas-

sionate about work.Participating in volunteer events bring people closer they get

to know each other.It also helps to make strong bond between them.Recognizing

others also support fun at work.By praising your worker helps to make the en-

vironment happy and set a positive energy all day.By receiving feedback from

bosses employees feel valued.Instead of making tight time tables employees love

to work in flexible environment.They work well even if they work fewer.By adding

comic side with customer helps to build strong relationship with them.If manager

encourage sense of humor then he can communicate and develop trust in his work-

place.Humor motivate teacup sessions.There is a proof that humor increase our

strength to face hurdles.And at time when we feel excited and have pleasure at

work is not a cup of tea bound to taste little better,that is really true.Whether you

believe or not our work place defines our growth and identity.Most of the relations

build at place where you work.Putting altogether improve quality of workplace by

introducing comic side everyday.

1.2 Gap Analysis

The researcher and practitioners have contributed a lot to highlight the outcome of

fun at work and work engagement relationship (Bakker, 2007).But little research

has been done on consequences of having fun in organizations.The importance

of fun at work and its consequences on project performance has been least fo-

cused(Ford et al., 2003).Meyer (1999) and other business authors suggested that

further research should be on importance and consequences of having fun at work.

Previously it has been seen that work engagement mediates between job per-

formance,self efficacy and financial performance but the mediating role of work

engagement is still unexplored in order to define the impact of fun at work on

project performance and no one tested moderating role of attitude toward fun

between fun at work and project performance relationship.
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While Pakistani society also lack empirical studies on fun at work.So there is need

for conducting more studies on outcomes of fun at work in Pakistani context,so it

would contribute significantly towards the literature as well as towards the research

study in Pakistan for project based organizations.

1.3 Problem Statement

Fun at work is nowadays a mainstream point among researcher.As it become the

important component of organization success because it determine whether the or-

ganization meeting its expectations in different areas like productivity of projects

and performance.In our organizations unpleasant or dull environment at work and

lack of recognition is a major cause of stress and poor performance.Due to this

employees are not getting motivation to proceed with work and do well,failed to

meet the target therefore affecting productivity and project performance.

To overcome the problem of productivity and poor performance of projects,the fun

activities should be introduced to keep morale high (Hale, 2002).In this study,the

attitude towards fun is used as a moderator that helps to realize the importance

of having fun at work and deal with poor performance as well.

1.4 Research Questions

Question 1: What is the relationship between fun at work and project perfor-

mance?

Question 2: Does work engagement mediates between fun at work and project

performance relationship ?

Question 3: Does attitude toward fun play moderating role between workplace
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fun and project performance ?

1.5 Research Objective

The aim of the study is to create and measure the model and discover the rela-

tionship between fun at work,work engagement,attitude toward fun and project

performance outcomes.

1. To investigate the association between fun at work and project performance.

2. To examine mediating role of work engagement between fun at work and project

performance.

3. To examine moderating effect of attitude toward fun on workplace fun and

project performance relationship.

4. To test empirically and establish the proposed relationships in organizations of

Pakistan.

1.6 Significance of the Study

Fun at work give incredible advantage to both the individual and the organiza-

tion.In case individuals are having some good times,they will work harder,remain

longer,care more for the organization,there is a noteworthy increment in the level

of worker trust,imagination and communication - provoking lower turnover, higher

morale,less stress which in result encourage to accomplish organization objectives

that expand productivity,profitability thus enhance project performance.It is a

stress reliever for employees who experience fun.

All work and no fun make a worker or employee dull boy.People who work all day

without having fun at work have high stress level such employees become goof.Fun

at work increase productivity because employees with energetic morale like and
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do more work as they found their work more rewarding because they are being

appreciated by their boss on completing their work.To be successful today,there

is a need that employees think and come up with outbox solutions because the

business or project with higher number of productive employees succeed against

the competitions.

As we are entering in the age of innovative technology,competition is enhancing in

every procedure and practice day by day,so it is the need of the hour to increase

sale growth or productivity of projects.In this regard,the following study will pro-

vide a direction in which organizations will emphasize on having fun at work by

incorporating activities that are accepted by employees that are of fun nature and

that provide motivation to do work.

1.7 Supporting Theories

Several theories have been presented by researcher like social exchange theory,broad

and build theory,job demand resources but humor theory can cover all the vari-

ables.

1.7.1 Humor Theory

Humor involve entertaining correspondences that create positive feelings and in-

sights in individual or in firms.Generally it was observed as laughter activity but it

is also a communication medium among workers.It is also related to making strong

relationship with bosses.Humor have multidimensional characteristic.Martin viewed

humor as individual personality trait,an expression of cheerfulness and ability to

make humorous comments.Self-enhancing humor,this type of humor specifically

helpful for stress reduction.A major function of humor is to provide amusement

and entertainment.Morreall (1999)listed benefits of having fun at work.It promote

mental flexibility and smooth social interactions.The managers who use humor

gain more likes (Holmes and Marra, 2002).It boost unityRomero and Pescosolido
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(2008),light up stress Doosje et al. (2010) and provide ideas to solve problem

(Holmes, 2007).Supervisors who use humor have more job satisfaction.Humor in

form of communication help to open atmosphere Greatbatch and Clark (2002)

seen as attention seeker (Sternthal and Craig, 1973).Supportive humor used by

factor workers to make work favourable.Moreover Humor have incredible effect on

learning.Those who are high on humor have more capability of learning (Dixon

et al., 1989).Humor helps in reducing social distance between groups (Graham,

1995).Positive relation found between trust and humor (Hampes, 1999).Use of

humor increase commitment between groups (Jehn and Shah, 1997).

Performance elements ability and motivation both are foster by humor (Locke,

1965).In particular,humor enhance competence and attention that are elements

of ability.Moreover,humor enhance energy to motivate on task as well.Humor en-

ables people to connect in positive ways thus helps to meetup and reduce stress

(Feigelson, 1998).Humor comprise of creative, unusual,imaginative thinking (Csik-

szentmihalyi, 1997). Morreall (1999) described humor as mental flexibility.Fun at

work may give individual entertainment by socializing,celebrating, and by freedom

of expression (McDowell, 2005).Moreover,these evidence proof between workplace

and Project performance are positively related.

In study of Richard Caronin,head of firms asked their CEOs about incorporating

humor in businesses schools.The responses showed that humor is important in

business also while hiring they also prefer employees with good sense of humor.Ten

reasons have been listed that shows humor is a key to success at work.Its helps in

building trust, morale,allows company to stand out,increase productivity.Humor

make meeting tolerable,helps to manage things,makes negotiation effective,make

training most effective.Most of seminars offer by humor consultant with title that

emphasizes on benefits includes mental flexibility and social benefits.

Study done by Meyer (1999) among employees of children center,they enlighten

the humorous narratives like work life in organization,decision making,humorous

events at work.Employees were gone through the examinations to assessed these
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narratives and significant result were found on valuing sense of humor.It help

to cope up stressful situation for those who are experiencing humor in everyday

life.This means the incorporation of humor found helpful in making individual life

or environment easy.Heinecke (1997) proved humor as an effective tool in market-

ing field.

1.8 Definition of Variables

1.8.1 Fun at Work

A fun environment that begin,support and consciously motivate playful activities

(Ford et al., 2003).It comprise of social,task activities of funny nature which give

an individual entertainment and happiness (Fluegge, 2008).Taking part in activ-

ities not directly linked to job stuff but that are enjoyable(McDowell, 2005).Fun

create line between play and fun thus increase performance in the form of moti-

vation,openness of ideas and profitability(Bolton and Houlihan, 2009).

1.8.2 Work Engagement

Work engagement comprise of vigor,dedication and absorption (Schaufeli et al.,

2002).Vigor consist of willingness to invest effort,physical strength in work and

have persistency to accomplish difficult task with high amount of energy.Dedication

comprise of committed to task or purpose with spirit.Absorption referred as in-

volved and fully concentrated in work.

1.8.3 Attitude Towards Fun

Aldag and Sherony (2001) defines attitude toward fun in terms of salient,appropriate

and consequences.Employees have different views regarding fun whether it is suit-

able,important and have impact on performance.
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1.8.4 Project Performance

Project are started to meet the market goals.Measuring performance during project

is to know how things are going and how goal can be accomplished to meet ex-

pectations.Time,cost,quality are the pointers of estimating performance.
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Literature Review

2.1 Fun at Work and Project Performance

Fun is seen as temporary escape from tension.Different organization can attract dif-

ferent employees by creating fun environment.McDowell (2005) fun work comprise

of socializing,celebrating,freedom and manager support helps to reduce stress that

in result create healthy environment at work.Socializing described as how people

interact with others in organization celebrating refers to fun activities like recogni-

tion of birthdays.Freedom described as ones ability of making self interest activities

and global refers to building strong manager relationship.According to Cooper

(2005) having great time at work might be viewed as a positive occasion.This

way creates a positive environment which enhance performance (Romero and

Cruthirds, 2006).This type of environment is in line with fun atmosphere.Findings

proposed that humor increase performance because it is a function of ability or

motivation.

In respect of competence Mettee and Wilkens (1971) and task energy Dienstbier

(1995) humor has been seen as positively associated with performance.By looking

at the association among leaders and followers at Canadian institution,the impact

of fun on performance has been found(Avolio et al., 1999).Findings reveal that

leaders who used humor always to resolve conflicts and reduce stress situation

12
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were evaluated higher on performance assessment by their administrator contrast

with leaders that did not use funny strategies (Avolio et al., 1999). Altogether

these findings proposed that humor enhance competence which is the feature of

performance.

Humor is also related with increasing task energy (Dienstbier, 1995).In particu-

lar,Dienstbier (1995) recommended that introduction to humor enhance energy

towards competitive tasks.Also,positive connection among humor and motivation

found by (Kuiper, 1995).Motivation towards tasks are more express by fun ex-

periencing people (Kuiper, 1995).These findings proposed humor enhance task

motivation which in this way foster performance.

Fun at work and its relation with trust in supervisor and coworker is explored by

(Karl et al., 2005).Trust enables people to feel less stressed over being misused

for their helping conduct along these lines encourage organizational citizenship

behavior.In addition,employees trust that their helping conduct will probably be

valued and responded by the objective.

The impact of fun at workplace extended from task behavior to extra role behav-

iors,known as organizational citizenship behaviors.In terms of Social exchange the-

ory and reciprocity fun environment and organizational behavior is described.As

per social exchange theory, worker frame connections in and with firm which

include open-ended commitments such as helping a coworker (Cropanzano and

Wright, 2001).Correspondence occur in view of fact that people show carefulness

and decide to return back to the firm while taking part in organizational citizenship

behaviors (Katz and KonovskyPugh, 1978).

Humor unwind people to less criticize new thoughts or error thus elevates openness

to thoughts (Romero and Cruthirds, 2006).Investigation across community shows

that fun increment mental flexibility and inconsistency which upgrade creative

performance (Koestler, 1964).

The association between fun and creativity examined by confining an assignment

funny and foolish thus resulted in greater performance (Friedman et al., 2007).In
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particular,participants with positive mind performed better when the task was

confined funny and silly as compared to serious task.Moreover,findings proposed

that fun increment creative performance.

Collectively supporting such an idea that workplace fun encourage employee project

productivity (Von Oech and Willett, 1990).Of the three performance outcomes,the

findings indicated that fun at work was positively associated with organizational

citizenship behavior in the form of establishing relationships among employees and

helping them ,with task performance in terms of competence and task motivation

and to creative performance in terms of enhancing mental flexibility.So,on the ba-

sis of previous studies following hypothesis is generated.

H1: Fun at work is positively and significantly related with project performance.

2.2 Fun at Work and Work Engagement

If fun amount is high in an organization,then employees invest all of their energy

into what they do.Work engagement comprise of vigor,dedication and absorp-

tion (Schaufeli et al., 2002).Vigor consists of willingness to invest effort, physi-

cal strength in work and have persistency to accomplish difficult task.Dedication

comprise of persistency and committed to task or purpose.Absorption referred as

involved and fully concentrated in work.This model of work engagement supported

by previous studies (Schaufeli et al., 2002).By performing as job resource and re-

covery mechanism,fun at work may impact engagement.Particularly,fun at work

perform duty as a Job Demands-Resources Model due to its social and interactive

nature (Demerouti et al., 2001).In addition,fun at work act as recovery mechanism

by providing cognitive break (Sonnentag, 2003).

Fun at work perform as a job resource to enhance work engagement. In line with

Model,job resources located at various levels.These levels include task ( skills and

performance feedback), organizational work (taking part in decision and defining
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roles), enhancing social relations and developing career opportunities (Bakker and

Demerouti, 2008).Due to similarity of social element of fun at work with job re-

sources they enhance work engagement.Positive association found between each

dimension of work engagement and job resources (Christian et al., 2011).

Job resource act as intrinsic role to foster employee growth and development and

extrinsic role to achieve goals.The intrinsic quality is also determined by job char-

acteristics theory (Hackman, 1980).As extrinsic role,it provide environment to fos-

ter ones ability or effort to complete task on time and achieve goal (Meijman

and Mulder, 1998).Job resource found helpful in keeping work engagement when

the work load is high (Hakanen et al., 2005).It was also found helpful in coping

the misconduct interaction between student and teachers (Bakker and Demerouti,

2007).

Secondly,fun at work function as a recovery mechanism,allowing people to more

engaged.Roy (2017) Banana Time study proposed that fun at work help to break

up dullness.Fun loving social activities particularly talking,joking around func-

tioned as recovery mechanisms that allowed people to engage in their work thus

enhance work engagement.Employees improved their workplaces by taking part in

activities that were not related to task and by developing mutual trust within the

group.

According to Sonnentag (2003) research positive association between recovery pe-

riod and work engagement found by examining about incorporating leisure re-

covery activities (Because of leisure activities I pursue,I feel recovered).So,fun at

work positively impact work engagement by performing as job resource and re-

covery mechanism.On the basis of previous studies following hypothesis generated:

H2: Fun at work is positively and significantly related with work engagement.
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2.3 Work Engagement and Project Performance

Work engagement is seen as important priority in organizations (Demerouti et al.,

2010).Work engagement assessed by supervisors found positive link with job per-

formance Bakker and Bal (2010),financial results Xanthopoulou et al. (2009) and

client satisfaction (Salanova et al., 2005).Work engagement has also a positive link

with job characteristics that includes resources,motivators or energizers,coworker

and supervisor support,performance feedback,job autonomy,mentoring and career

developing facilities.Individual use their maximum physical and social strength

and effort to perform work role also relates to work engagement.

Task performance comprise of in-role performance practices that directly serves

the organization goals (Motowidlo and Van Scotter, 1994).Among other things,task

performance includes meeting company objectives and meeting sale prices (Behrman

and Perreault, 1982).The definition of task performance emphasizes the instrumen-

tality of performance for organizational goals.

Work engagement is essential for employees and organizations as well because en-

gaged employees results in better job performance (Demerouti et al., 2010).Better

performance among engaged workers in comparison to non-engaged is examined

by employees who experience positive emotions like joy and enthusiasm (Bakker

and Demerouti, 2008).

Broaden and build theory Fredrickson and Branigan (2005) proposed that positive

emotions consisting of joy and happiness broad thoughts and actions of people and

helps to increase personal physical and social growth.It helps to foster or incorpo-

rate new ideas thoughts and experience.Positive emotions mostly experienced by

engaged employees (Schaufeli et al., 2008).Happy people are more responsive to

opportunities,in helping behavior and they are more confident (Cropanzano and

Wright, 2001).For example,Bakker and Bal (2010) showed that engaged teachers

were rated high on in role performance by their administrator.
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Creative performance refers as generating and explaining ideas that are valuable

and helpful (Amabile, 1988).Kahn (1990) proposed that creativity comes from

personal engagement,sometimes declared as flow.However,from research on flow

positive link found between work engagement and creative performance .

Czisikszentmihalyi (1990) defined flow as a state in which people fully involve

in an activity that nothing matters.Flow comprise of focusing attention Webster

et al. (1993) and uplifted inclusion (Martocchio and Webster, 1992).It closely re-

semble the dimension of work engagement that is absorption (Hakanen et al.,

2006).Flow and engagement indicates condition in which people are absorbed in

work.However,in view of resemblance to work engagement the idea of flow pro-

posed that work engagement may facilitate creative performance.

LeFevre (1988) proposed a relationship between experienced flow and creativ-

ity by sampling study comprise of 1026 workers.Participants carried paging de-

vices and assessed their flow and creative performance.Results from responses

proposed that flow and creative performance were significantly and positively re-

lated.Particularly,participants who experienced flow regularly show greater cre-

ative performance.Hence,on the basis of previous findings the following hypothesis

is generated.

H3: Work engagement is positively and significantly related with project perfor-

mance.

2.4 Mediating Role of Work Engagement between

Fun at Work and Project Performance

Fun at work enhance work engagement by performing as a job resource and recov-

ery mechanism.Work engagement resulted in higher individual performance.Past

research on positive emotions broaden and build theory also reported link between

work engagement and Project performance (Fredrickson and Branigan, 2005).
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Positive emotions mostly experienced by engaged employees (Schaufeli and Salanova,

2007).They are more responsive to opportunities,in helping others and high confi-

dence is predicted thus enhance performance (Cropanzano and Wright, 2001).Con-

firmed studies on flow proposed that work engagement enhanced creative perfor-

mance (Langelan and LeFevre, 1988).

Positive link and full mediation was found by mediating role of work engage-

ment between transformational leadership and extra role performance by (Salanova

et al., 2011).Subordinates assessed their supervisors in hotel of china found that

work engagement mediates between workplace rejection and service performance.

Significant and mediating role of work engagement between procedural justice and

job outcomes found by(Karatepe, 2011).

In united kingdom,the employees found the positive relation between engagement

and performance (Robertson et al., 2012).In terms of task and contextual work

engagement is measured.Relationship between work engagement and work perfor-

mance is measured by Italian and dutch employees (Balducci et al., 2010).Kirk-

Brown and Van Dijk (2011) found the relationship between work engagement and

work performance.To explain the relationship between individual and job perfor-

mance mediating role of work engagement was conducted in united states and

positive results were found (Rich et al., 2010).Karatepe and Ngeche (2012) found

partial mediation of job embeddedness in relationship with work engagement and

job outcomes among hotel employees in cameeroon.

Work engagement partially mediated between self efficacy and in role and fully me-

diated between extra role performance found by (Xanthopoulou et al., 2008).It was

also found that work engagement mediates between teachers in role performance

and partially with organizational behavior (Chughtai and Buckley, 2009).In terms

of financial performance work engagement mediating role is also found by (Xan-

thopoulou et al., 2009).As a result work engagement mediate between performance

and transformational leadership,job embeddedness,self efficacy and organizational

behavior.So on the basis of previous literature this study attempt to develop and
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test the following hypothesis.

H4: Work engagement mediates the relationship between fun at work and project

performance.

2.5 Attitude Towards Fun Moderate the Rela-

tionship between Fun at Work and Project

Performance

Attitudes toward fun will influence by individual and organizational characteristics

as well.It was found that work history,social experience,personality characteristics

will affect his or her attitude toward fun (Aldag and Sherony, 2001).Extroverts

are more cheerful (John and Srivastava, 1990).They have more ability to deal with

stress.Study done by nurses found that they rated high in accomplishment (Brown

et al., 2005).Positive relation with job satisfaction found as well (Barrick et al.,

2001).Agreeable people are more helpful and cooperative.They are more good in

making interactions with people (Mount et al., 1998).Tendency to have fun at

work was mostly found by socially stable people and might be less for others (Karl

et al., 2007).

Regardless of fact that incorporating fun into environment appear to be valuable

to representative.To introduce fun at work is restricted by few people.There exist

some dissimilarity in views among employees about having fun at work (Whiteley

and Hessan, 1996).Individuals may differ in their views with respect to these areas

importance of having fun at work,is it going to be suitable and what are their ef-

fects at workplace (Karl et al., 2007).Fun may play an important role in their job

satisfaction with high social needs and may be less important for others(Clouse

and Spurgeon, 1995).Those who assess attitude positively wants to engage in be-

havior (Eagly and Chaiken, 1993).Fun activities supported by workers who have
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positive attitude toward fun than with less attitudes.Particularly,employees pur-

sue to have fun at work who think fun as appropriate,are more comfortable in

incorporating activities who view it as salient and those want positive outcomes

as well.Positive link between attitudes and fun found by students of Mba and by

health care workers (Karl et al., 2007).Hence on the basis of previous studies fol-

lowing hypothesis have been generated.

H5: Attitude towards fun moderates the relationship between workplace fun and

project performance.People with high attitude towards fun show high level of

project performance than people with low attitude towards fun.

2.6 Research Model

Attitude toward fun

Fun at work Project 
performance

Work 
engagement

Figure 2.1: Impact of fun at work on project performance with mediating role
of work engagement and moderating role of attitude toward fun
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2.7 Research Hypotheses

H1: Fun at work is positively and significantly related with project performance.

H2: Fun at work is positively and significantly related with work engagement.

H3: Work engagement is positively and significantly related with Project perfor-

mance.

H4: Work engagement mediates the relationship between fun at work and Project

performance.

H5: Attitude towards fun moderates the relationship between workplace fun and

project performance.People with high attitude toward fun show high level of

project performance than people with low attitude toward fun.



Chapter 3

Methodology

3.1 Introduction

Methodology described here to discover relationship of fun at work and project

performance,with the intervening part of work engagement and by moderating

role of attitude toward fun.This chapter deals with research design that cover all

data collection techniques and also pay attention to measurement and instrument

reliability analysis.

3.2 Research Design

3.2.1 Type of Study

This study is used to highlight the impact of fun at work on the performance

of project,for this co-relational study has been used in this research.In this re-

gard,project based organizations of Pakistan have been targeted to get the re-

quired data needed to get the authentic results.Initially 350 questionnaires were

set as a target but 284 genuine responses were collected.To represent the popula-

tion of Pakistan the sample was assumed and selected.This will help to generalize

the results.

22
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3.2.2 Research Philosophy and Quantitative Research

This research is following the hypothetical deductive approach which is totally

based on the determinism philosophy,in which previous and existing theories were

utilized to demonstrate and support our hypothesis which will then tested em-

pirically to verify proposed hypothesis.Hence,quantitative research has been used

with purpose to collect data for demonstrating the nature of relationship between

variables and to associate variables with each other.

3.2.3 Unit of Analysis

It is defined as what or who that is being analyzed.It can be individual,group,

industry,organization and country.Unit of analysis for this study was employees of

project base organizations from Islamabad,Rawalpindi.

3.2.4 Population

Population refers to whole gathering of peoples,events and things associated with

concern that a researcher wants to explore (Sekaran and Bougie, 2016).Employees

of project based organization from Islamabad,Rawalpindi are the population of

current study.

3.2.5 Sample

The sample mainly consist of employees of different project based organization.

In this study convenience sampling technique is used,in which data is randomly

collected from the project based organizations of Pakistan.We distributed 350

questionnaires in different project based organization of Rawalpindi and Islam-

abad.Out of 350,300 were received back,out of which only 284 questionnaires were

considered for analysis,while distributing the questionnaire,the respondents were
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assured that their names designation and data will be used only for this academic

purpose, so they can fill the questioner without any hesitation.

3.3 Sample Characteristics

The demographics of this study are: gender, age, experience, education and marital

status.The total sample of 284 the population.

Table 3.1: Gender

Gender Frequency percent Cumulative Percent

Male 226 79.6 79.6

Female 58 20.4 100

Total 284 100

It has been shown in Table 3.1 that 226 were male and 58 were female respon-

dents, having percentage 79.6% and 20.4% respectively.As we can see majority of

respondents were male.

Table 3.2: Age

Age Frequency percent Cumulative Percent

20.1-30 183 64.4 64.4

30.1-40 94 33.1 97.5

40.1-50 7 2.5 100.0

Total 284 100

Table 3.2 shows,the above table represent the respondents age,the respondent hav-

ing age 20.1-30 years were 183, the respondents of age 30.1-40 were 94,while the

respondents of age 40.1-50 were 7 having percentage 64%, 33% and 7% respec-

tively.In that study,the percentage of respondent having age 20.1-30 are high.
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Table 3.3: Experience

Experience Frequency percent Cumulative Percent

0-3 76 26.8 26.8

3.1-6 85 29.9 56.7

6.1-9 55 19.4 76.1

9.1-12 42 14.8 90.8

12.1-15 21 7.4 98.2

above 15 5 1.8 100.0

Total 284 100

Table 3.3 shows that Out of 284 respondents 76 have 0-3 years of experience,85

have 3.1-6 years of experience and 55 have 6.1-9 years of experience,42 have 9.1-12

year of experience,21 have 12.1-15 year of experience and 5 have above 15 year

of experience.In that study the percentage of respondents having 3.1-6 year of

experience are high.

Table 3.4: Qualification

Qualification Frequency percent Cumulative Percent

bachelor 149 52.5 52.5

master 124 43.7 96.1

Mphil 11 3.9 100.0

Total 284 100

Table 3.4 shows that 149 of the respondents have bachelor education,124 have

master and 11 have mphil education.In that study bachelor percentage is high.
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Table 3.5: Marital status

Marital status Frequency percent Cumulative Percent

married 146 51.4 51.4

unmarried 138 48.6 100.0

Total 284 100

Table 3.5 shows the respondents marital status such that 51% of the respondent

were married and 48 % were unmarried.In that study the percentage of married

respondents are high.

3.4 Instrumentation

The data collected through questionnaires adopted from different sources.All things

included in the questionnaire i.e.fun at work,work engagement,attitude toward

fun and project performance has to be answered by employees.Responses were ob-

tained through 5 points Likert scale ranging from (strongly disagree 1 to 5 strongly

agree).Questionnaire comprise of five demographic variables related to respondent

Gender,Age,Qualification and Experience and Marital status.

3.4.1 Fun at Work

Fun at work is measured by McDowell (2005) and also by using a list of 12 cat-

egories of fun activities (Ford et al., 2003).Responses were obtained through 5

point Likert scale ranging from (Strongly Disagree 1 to Strongly Agree 5).Sample

item are Food at work,special events,public celebrations,theme days and personal

milestones.Reliability reported was .874

3.4.2 Work Engagement

By using 9 item Engagement Scale,work engagement is measured (Schaufeli et al.,

2006).Responses were obtained through 5 point Likert scale ranging from (Strongly



Research Methodology 27

Disagree 1 to Strongly agree 5).Sample item reflecting vigor,dedication and absorp-

tion are: At my work I feel bursting with energy,I find the work full of meaning

and purpose and I am enthusiastic about my job.Reliability reported was .875

3.4.3 Attitude Towards Fun

Employees attitude toward fun is measured by (Aldag and Sherony, 2001).Re-

sponses were obtained through 5 point Likert scale ranging from (Strongly Dis-

agree 1 to Strongly Agree 5).Sample item reflecting appropriateness,salience and

consequences are I feel happy to work with people who like to have fun,when work

is fun employee work harder and longer,employees with healthy humor work well

with others.Reliability reported was .771

3.4.4 Project Performance

Project performance was originally constructed by Nidumolu (1995) but adopted

from (Gu et al., 2014).Response were obtained through 5 point Likert scale ranging

from (Strongly Disagree 1 to Strongly Agree 5 ).Sample Items are Projects are

completed on time and Projects resulted in sales growth.Reliability reported was

.854

3.5 Data Analysis Techniques

After collecting data of 284 respondents that is relevant for study,it was then ana-

lyzed on SPSS and Amos was used as well.A number of procedures while analyzing

the data are used,such procedures are as following:

1. First of all,properly filled questionnaires were selected for analysis.

2. For data analysis,each variable of question are was then coded.

3. To explain the sample characteristics frequency tables were used.

4. To justify the measurement model CFA was used.

5. By using numerical values descriptive statistics was conducted.
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6. Cronbach alpha was conducted to check the reliability of variables.

7. To check the significant relationship exist between the variables correlation

analysis was conducted.

8. To check the proposed relationship between independent and dependent vari-

ables linear regression was conducted.

9. To check the existence of mediating and moderating role between the Indepen-

dent and dependent variable Preacher and Hayes process was conducted.



Chapter 4

Results

4.1 Measurement Model

Confirmatory Factor Analysis (CFA) approach was conducted to measure va-

lidity of model Anderson (1988) which comprise of four latent variables:Fun at

work,work engagement,attitude towards fun and project performance.Fit indices

was IFI,TLI,CFI,RMSEA used to determine model fit.

The first variable that is independent variable fun at work denoted by FA shown in

fig 4.1 have 16 items.Factor loading are FA1=2.08, FA2=.92, FA3=1.93, FA4=1.59,

FA5=1.82, FA6=1.90, FA7=1.27, FA8=1.81, FA9=1.75, FA10=1.21,FA11=2.21,

FA12=1.44, FA13=1.81, FA14=1.44,FA15=1.34, FA16=1.00. Fit indices are in

acceptable range(IFI=.992;TLI=.983;CFI=.992;RMSEA=.029)

29
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Figure 4.1: CFA of Fun at Work
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The second variable that is mediating variable work engagement shown in fig 4.2

denoted by WE have 12 items.Factor loading are WE1=.87, WE2=1.16, WE3=.63,

WE4=.97, WE5=1.24, WE6=.86, WE7=.74, WE8=.57, WE9=.91,WE10=.95,

WE11=1.13, WE12=1.00.Fit indices are in acceptable range (IFI=1.00; TLI=1.00;

CFI=1.00; RMSEA=.000)

Figure 4.2: CFA of Work Engagement
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The third variable that is moderating variable attitude toward fun denoted by ATF

shown in fig 4.3 have 9 items.Factor loading are ATF1=.55, ATF2=.26, ATF3=.69,

ATF4=.52, ATF5=1.12, ATF6=1.38, ATF7=1.11, ATF8=1.26,ATF9=1.00.Fit in-

dices are in acceptable range (IFI=1.00; TLI=1.00; CFI=1.00; RMSEA=.000)

Figure 4.3: CFA of Attitude Towards Fun
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The fourth variable that is dependent variable project performance denoted by

PP shown in fig 4.4 have 8 items.Factor loading are PP1=.72 ,PP2=.57, PP3=

.55 ,PP4= .58 ,PP5=.72, PP6=1.12 ,PP7=1.30, PP8=1.11.Fit indices are in ac-

ceptable range (IFI=.995; TLI=.982; CFI=.995; RMSEA=.046)

Figure 4.4: CFA of Project Performance
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Confirmatory Factor Analysis (CFA) for all combined latent variables shown in

fig 4.5 have (cmin/df=3.1, RMSEA=.087 ,IFI=.837; TLI=.773; CFI=.832; RM-

SEA=.087).Model had satisfactory validity indicated by results.

Figure 4.5: Measurement model (CFA) of four variables:Fun at Work
(FA),work Engagement (WE),Attitude Towards Fun (ATF) and Project Per-

formance (PP)
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Table 4.1: Measurement Model

X Df RMSEA IFI TLI CFI

Baseline hyp Model 2310.58 734 .087 .837 .773 .832

4.2 Reliability Analysis

To measure the scale consistency result when it is being tested for number of

times reliability analysis is used.The standard value of cronbach alpha explained

by (Nounally and Bernstein, 1994).Good reliability indicated by value more or

equal to .70 and poor reliability shown by value below .70.Table 4.2 shows the

reliability analysis of instruments.

Table 4.2: Reliability

Cronbach alpha’s Items

FA(IV) .874 16

WE(Med) .875 12

ATF(Mod) .771 9

PP(DV) .854 8

Cronbach alpha value of fun at work (FA) is .874,work engagement (WE) is .875,

attitude toward fun (ATF) is .771 and project performance (PP) is .854.

4.3 One-way Anova

Anova,a statistical tool used to analyze the differences among group means.Project

team size,age,experience,qualification and gender and project duration influence
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the project performance found by (Colbert et al., 2008).Results shows that signifi-

cant difference in project performance across Gender (F=9.89, P=.002),insignificant

difference across Age (F=.912, P=.403) Qualification (F=2.67,P=.070) Experience

(F=2.06,P=.070) and Marital status(F=3.36,P=.068) was found in Table 4.3

Table 4.3: One way Anova

F Sig

Gender 9.89 .002

Age .912 .403

Qualification 2.67 .070

Experience 2.06 .070

Marital status 3.36 .068

4.4 Descriptive Analysis

Summary statistics for different variables given by analysis.It includes details of

Sample size,minimum and maximum values,mean values and standard deviation.

Table 4.4 shows descriptive statistic of current data consisting of 284 sample size

for all four variables.All variables (fun at work, work engagement,attitude toward

fun and project performance) were rated on a 5 point Likert scale ranging from

Strongly Disagree 1 to Strongly Agree 5.The mean values of the Fun at work (FA)

is 3.8246 whereas standard deviation is .58153,which shows that respondent were

agreed that they have fun at work.The mean values of Work engagement (WE) is

3.7365 and standard deviation is .59865,which indicate that respondent felt dedi-

cation The mean value of attitude toward fun is 3.7437 whereas standard deviation

is .56495,which shows respondent were agreed and they felt the importance of fun

at work.Finally,the mean value of project performance is 3.7487 whereas standard
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deviation is .64525,which indicate respondent were agreed that their project per-

formance get increased and improved.

Table 4.4: Descriptive Statistics

N Minimum Maximum Mean Std.Deviation

FA 284 1.94 4.88 3.8246 .58153

WE 284 2.00 4.83 3.7365 .59865

ATF 284 2.22 4.78 3.7437 .56495

PP 284 2.13 5.00 3.7487 .64525

4.5 Correlation Analysis

To determine the relationship among variables correlation analysis is used.In cor-

relation analysis,through pearson correlation range from -0.1 to 0.1,strength and

nature of the relationship can be depicted.Hence,through magnitude value we can

conclude the relationship strength and that magnitude value can generalize by

the distance of correlation from zero.If the correlation is distant from zero that

means the relation between the two variables is strong and vice versa.But if the

values are zero that straightly means that there exist no relationship between the

understudied variables.Positive and negative sign depicts the nature of the rela-

tionship,if the sign is positive that means increase in one variable causes increase

in the other.

Table 4.5 shows that fun at work has a positive relation with project perfor-

mance,where (r = .688**, P <0.01).It can be seen from the table given above that

fun at work has a positive relation with attitude toward fun, where (r =.752 **,
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P<0.01).It was seen that at (r = .743**, P< 0.01),fun at work has a significant

relation with the work engagement.

Table 4.5: Correlation

FA WE ATF PP

FA 1

WE .743** 1

ATF .752** .764** 1

PP .688** .747** .690** 1

**Correlation is significant at the 0.01 level (2-tailed)

4.6 Regression Analysis

In this study,Preacher and Hayes (2013) methods have been used for both media-

tion and moderation regression analysis.To determine the interaction effect of fun

at work and attitude toward fun on project performance moderation analysis is

conducted.Like-wise to explore the mediation effect of work engagement between

fun at work and project performance mediation analysis conducted.Model 1 for

moderation and Model 4 for mediation is used in Preacher and Hayes (2013),both

for mediation and moderation are conducted separately.

The results are shown in Table 4.6 and Table 4.7.Fun at work is positively asso-

ciated with project performance in hypothesis 1.Results confirmed this relation-

ship,as shown by unstandardized coefficient (B=.30,t= 4.61,P=.00).Hypothesis 2

states that fun at work is positively associated with work engagement.Results ac-

cepted this relationship,as shown by the un-standardized regression co-efficient
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(B= .79,t=18.85,P= .00).

Hypothesis 3 states that work engagement is positively associated with project

performance.Results accepted this relationship,as indicated by un-standardized

co-efficient as (B= .57,t=9.39,P=.00).As the indirect effect of fun at work on

project performance through work engagement has the lower and upper limits of

0.34 and 0.58 and does not contain zero in the bootstrapped 95% confidence inter-

val,so it means work engagement playing mediating role between fun at work and

project performance but the direct effect is significant,so hypothesis 4 is partially

accepted.

Assumption made in hypothesis 5 that attitude toward fun moderates between fun

at work and project performance.Results accepted this relationship,as indicated by

the p value that is significant (P=.04,<.05) and bootstrap 95% confidence interval

does not contain zero (-.26 ,-.01).

Table 4.6: Mediating role of work engagement between fun at work and project
performance

B SE t P

Fun at work →Project performance 0.30 .06 4.61 .00

Fun at work →Work engagement 0.79 .04 18.85 .00

Work engagement →Project performance 0.57 .06 9.39 .00

LLCI 95 % ULCI 95 %

Bootstrap results for indirect effect .34 .58

Bootstrap sample size =5000 N=284 LL =lower limit; CI = confidence interval; UL = upper
limit *P < .05, **P < .01, ***P < .001,Control variable= Gender
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In current study, fun at work is a variable X and variable project performance

is denoted by Y.The variable X (FA) is called the casual variable and variable Y

(PP) is called outcome.

Figure 4.6: Unmediated Model

The path c in above model is called total effect.Work Engagement mediates be-

tween fun at work and project performance.The mediating variable has been de-

noted by M.

.
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The mediating model is shown below:

Figure 4.7: Mediating Model

The following figure showed the indirect effects of work engagement on project

performance.The coefficients of the path a, b and c* are shown in the figure.

Figure 4.8: Mediating Model with path coefficient
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Table 4.7: Moderating effect of attitude towards fun

B SE t P

Int 1(FA*ATF) →Project performance -0.13 .06 -2.10 .04

Bootstrap sample size =5000 N=284 *P < .05, **P < .01, ***P < .001,Control vari-
able=Gender

Figure was plotted by using SPSS and on excel as well,the figure presented the

values of fun at work on x-axis while the values of project performance on the

y-axis.The figure has presented three regression lines which are showing the mod-

eration at three levels i.e.low attitude toward fun,average attitude toward fun

and high attitude toward fun.The R-squared value for low moderation is 1.000,

for average moderation the value of R-squared is 1.000,while in the case of high

moderation the R-squared value is 1.
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Figure 4.9: Moderation graph

In conditional effect Table 4.8 attitude towards fun showing moderation at low,average

and high level.
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B SE T P LLCI95% LLCI95%

Int1(FA*ATF) Low .44 .07 6.1 .00 .30 .58

→ projectperformance

Average .37 .09 4.2 .00 .20 .54

High .29 .11 2.6 .01 .07 .52

Table 4.8: Conditional effect

4.7 Summary of Hypothesis Accepted and Re-

jected

Hypothesis Statements Results

H1 Fun at work is positively and significantly related with Accepted

project performance

H2 Fun at work is positively and significantly related with Accepted

work engagement

H3 Work engagement is positively and significantly related Accepted
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with project performance

H4 Work engagement mediates the relationship between Partially

fun at work and project performance accepted

H5 Attitude toward fun moderates the relationship Accepted

between workplace fun and project performance

People with high attitude toward show high

level of project performance than people with

low attitude toward fun



Chapter 5

Discussion

5.1 Discussion

The objective of the current study is to discover out the influence of fun at work

on project performance,with the mediating role of work engagement and by mod-

erating effect of attitude toward fun.Data is collected from the project based or-

ganizations of Pakistan for current study.The result shows that work engagement

which act as a mediator was significantly linked with both fun at work and project

performance.Moreover also found that moderating role of the attitude toward fun

has significant impact on fun at work and project performance.

Based on the perspective that fun at work has positive outcomes for organizations

and the need for further empirical evidence of these effects,the present study ex-

plored the impact of fun at work on project performance.Fun at work is positively

associated with project performance in hypothesis 1.Results confirmed this rela-

tionship, as shown by the unstandardized coefficient (B=.30,t= 4.61,P=.00).The

results of present study is so much familiar to the previous studies and support this

idea that having great time at work might be viewed as a positive occasion.This

way creates a positive environment,which enhance the performance (Romero and

Cruthirds, 2006).

46
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In that study hypothesis 2 states that fun at work is positively associated with

work engagement.Result accepted this relationship by the un-standardized regres-

sion co-efficient (B=.79,t=18.85,P= .00).These results are consistent with previous

research that by performing as job resource and recovery mechanism fun at work

impact engagement(Bakker, 2007).

Also assumed in hypothesis 3 that work engagement is positively associated with

project performance.Result confirmed this relationship as shown by un-standardized

regression co-efficient as (B=.57,t= 9.39,P=.00).The present finding supporting

the previous research of flow that defined as state in which people fully indulged

in work and it closely resembles to absorption (Schaufeli and Salanova, 2007).

Further,it is assumed that mediator work engagement will help explain the process

by which it establish relationship between fun at work and project performance.As

Hypothesis 4 states Work engagement mediates the relationship between fun at

work and project performance.Results confirmed this relationship,as the indirect

effect of fun at work on project performance through work engagement has the up-

per and lower limits of .58 and 0.34 and does not contain zero in the bootstrapped

95% confidence interval.So hypothesis 4 partially supporting the previous stud-

ies,fun at work perform as job resource and recovery mechanism,thus enhance

work engagement.As a result enhanced work engagement positively link to higher

performance.

Moreover,it is assumed that attitude toward fun moderate the relationship be-

tween fun at work and project performance as hypothesis 5 states that attitude

toward fun moderates workplace fun and project performance relationship.People

with high positive attitude toward fun show high level of project performance than

people with low positive attitude toward fun.Results accepted this relationship,as

indicated by the p value that is significant (P=.04,<.05) and bootstrap 95% con-

fidence interval does not contain zero (-.26,-.01).
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These finding are consistent with previous research of MTRC employees who ex-

perience fun at workplace have high job satisfaction than with those who show

less concern to fun at workplace have low job satisfaction.In addition,it was also

found that more emotionally stable or social people show more concern to have

fun at work.

So,in that current study on the basis of fun activities includes bringing food

at work,special event (holiday parties,picnics),outside social gathering (company

sponsored athletic teams),public celebration of work achievement(award banquet),

theme days(casual fridays),recognition of personal milestones (birthdays) project

performance of different project based organization of Pakistan assessed by their

employees with the mediating role of work engagement and moderating role of

attitude toward fun.Surprisingly significant results were found that is beneficial

for both individual in terms of stress reduction and organization in terms of pro-

ductivity and sale growth.

So fun at work should be incorporated and encouraged by organization by choosing

the selected activities by suggestion boxes that is feasible for employees and for

organization as well.

5.2 Theoretical and Practical Implications

The current study has many contributions to the project management literature.It

also contributes to the literature of fun at work.This study established the un-

derstudied link of fun at work and project performance in project domain.It ex-

plains the mechanism through work engagement.Moreover,this study proposed and

tested attitude toward fun as a moderator and establishes that attitude toward

fun strengthens the relationship of fun at work and project performance.

Importance of having fun at work is the important implication.Particularly fun at

work results in high project performance.In the current study,people having fun at

work not only depicted in good moods but also found more engaged in work and
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rated higher in project performance.Appropriateness,salience and consequences of

having fun at work demonstrated by (Karl et al., 2005).Their findings proposed

that people respond to celebrations and social gatherings differently.So organiza-

tions should encourage opportunities for employees who respond that fun is an

important.

For practical implications,as indicated by current study that workplace fun has a

positive impact on project performance,companies should encourage fun environ-

ment by introducing fun activities.Before implementing activities,workplace fun

suggestion boxes can be used by managers to identify those fun activities that are

prefer by young and old employees.And to ensure the use of those activities are

beneficial for employees and organization as well.

5.3 Research Limitations

While gathering data from different project based organization of Pakistan some

limitations occurred due to time and resources constraints as others research

have.Hence,if the data collected from different domains the results might be dif-

ferent.

As convenience sample is used to collect data from population so it limits the

generalizability,if another technique was used the result might be different.

5.4 Future Research

Future work should collect data from other companies as well like profit compa-

nies.More over background of respondent that are doing different business can be

a part while collecting data for future work.

Future research can be encouraged by placing other moderator between fun at

work and project performance relationship.Previous study done between employ-

ees job satisfaction and customer satisfaction (Kaldenberg and Regrut, 1999).But
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recently no study done on customers reactions to employees who encountering

fun at work.Some research on customer behavior at workplace will be encour-

aged as well if done.If customers served by cheerful staff in restaurants it may

be appreciated by them.Customers age and gender also have different views while

incorporating fun at work.So research on relationship between workplace fun and

customer reactions will help and broad the concept of fun at work.

5.5 Conclusion

Overall,the finding of current study give confirmation to propose that fun at

work impact Project performance.In particular,there is a positive link between

fun at work and project performance.In addition,individuals were more engaged

in their work who have fun at work and accordingly show higher project per-

formance.Hence,the point that fun at work results in higher project performance

seems real and valuable for future research.

While understanding the outcomes by incorporating workplace fun,moderating ef-

fect of employees attitudes toward fun is also considered useful.Results confirmed

that attitudes toward fun directly change the strength of relationship between

workplace fun and project performance,as happy employees can help to improve

productivity which make the company to survive in the market.So it is important

for companies to incorporate fun activities at workplace for their employees.

Moreover to make the work creative and productive its important to prioritize

fun.Its help to boost up spirit and success.It give a chance to employees to en-

joy and develop happy and healthy environment.Sharing and socializing activities

makes employees more creative and they are more satisfied with their work,they

feel valued in return they always stand by side of organization.Reward recogni-

tion activities when acknowledged in public by conducting price ceremonies make

employees more happy and satisfied.
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Appendix

Questionnaire

Dear respondent,

I am student of MS Project Management at Capital University of Science and

Technology Islamabad.I am conducting a research on Impact of Fun at Work on

Project Performance with the Mediating role of Work Engagement and Moder-

ating role of Attitude toward Fun.You can help me by completing the attached

questionnaire,You will find it quite interesting.I appreciate your participation in

my study and I assure that your responses will be held confidential and will only

be used for education purpose.

Regards

Fatima Babar
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Section-1: FUN AT WORK

Strongly disagree= 1, Disagree= 2, Neutral= 3, Agree= 4, Strongly agree= 5

FA1 Food at work (bringing in food to share with 1 2 3 4 5

others ,eating together)

FA2 Competitions to promote productivity (prizes for 1 2 3 4 5

attendance, sales contests)

FA3 Games at work (fantasy sports,card games, 1 2 3 4 5

board games)

FA4 Special events (holiday parties, picnics) 1 2 3 4 5

FA5 Outside social gatherings (company sponsored athletic teams) 1 2 3 4 5

FA6 Opportunities to engage in community volunteerism 1 2 3 4 5

(participation in community service groups)

FA7 Public celebrations of work achievements (awards banquet, 1 2 3 4 5

employee of the month)

FA8 Theme days (casual Fridays, bring your child to work) 1 2 3 4 5

FA9 Recognition of personal milestones (birthdays, weddings, 1 2 3 4 5

birth of a child, anniversaries of employment)

FA10 Non-job-related opportunities for personal development 1 2 3 4 5

(book clubs, photography classes, art classes)

FA11 Stress relieving activities ( exercise facilities, fitness classes) 1 2 3 4 5

FA12 Holiday gift exchanges (white elephant and 1 2 3 4 5

secret friend exchanges)

FA13 We treat each other as friends 1 2 3 4 5

FA14 We share stories with each other 1 2 3 4 5

FA15 My manager encourage fun at work 1 2 3 4 5

FA16 My company has a fun atmosphere 1 2 3 4 5
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Section-2:Work engagement

Strongly disagree= 1, Disagree= 2, Neutral=3, Agree= 4, Strongly agree= 5

WE1 At my work I feel bursting with energy 1 2 3 4 5

WE2 I find the work that I do full of meaning and purpose 1 2 3 4 5

WE3 Time flies when I am working 1 2 3 4 5

WE4 At my job ,1 feel strong and vigorous 1 2 3 4 5

WE5 At my job ,1 feel strong and vigorous 1 2 3 4 5

WE6 When I am working, I forget about everything else around me 1 2 3 4 5

WE7 My job inspires me 1 2 3 4 5

WE8 When I get up in the morning , I feel like going to work 1 2 3 4 5

WE9 I feel happy when I am working intensely 1 2 3 4 5

WE10 I am proud of the work I do 1 2 3 4 5

WE11 I am immersed in my work 1 2 3 4 5

WE12 I can continue working for long periods at time 1 2 3 4 5

Section-3:Attitude toward fun

Strongly disagree= 1, Disagree= 2, Neutral= 3, Agree= 4, Strongly agree= 5

ATF1 Having a good time and doing a good job are incompatible 1 2 3 4 5

achievement

ATF2 If u are playing ,you cannot be possibly working 1 2 3 4 5
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ATF3 Having fun at work is very important to me 1 2 3 4 5

ATF4 If my job stopped being fun , I would look for another job 1 2 3 4 5

ATF5 I feel happy to work with people who like to have fun 1 2 3 4 5

ATF6 Fun at work can help reduce stress and tensions 1 2 3 4 5

ATF7 When work is fun, employees work harder and longer 1 2 3 4 5

ATF8 Companies with no sense of humor typically have 1 2 3 4 5

dissatisfied employees

ATF9 Employees with healthy sense of humor tend to 1 2 3 4 5

work well with others

Section-4:Project performance

Strongly disagree= 1, Disagree= 2, Neutral= 3, Agree= 4, Strongly agree= 5

PP1 Project are completed on time 1 2 3 4 5

PP2 Project met budget requirements 1 2 3 4 5

PP3 Project met expectations 1 2 3 4 5

PP4 Project team members are satisfied to work together 1 2 3 4 5

PP5 Benefits of project to the organization are high 1 2 3 4 5

PP6 Project resulted in sale growth 1 2 3 4 5

PP7 Project helped the organization to increase market share 1 2 3 4 5

PP8 Project helped the organization improve its competitive position 1 2 3 4 5
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Section-5: Demographics

1 2

Gender Male Female

1 2 3 4 5

Age less than 20 20.1-30 30.1-40 40.1-50 above 50

1 2 3 4 5 6

Qualification Matric Intermediate bachelor Masters MS/MPhil Phd

1 2 3 4 5 6

Experience 0-3 3.1-6 6.1-9 9.1-12 12.1-15 above 15

1 2

Marital status Married Unmarried

Thank you for your time and support


	Author's Declaration
	Plagiarism Undertaking
	Acknowledgements
	Abstract
	List of Figures
	List of Tables
	1 Introduction
	1.1 Background of the Study
	1.2 Gap Analysis
	1.3 Problem Statement
	1.4 Research Questions
	1.5 Research Objective
	1.6 Significance of the Study
	1.7 Supporting Theories
	1.7.1 Humor Theory

	1.8 Definition of Variables
	1.8.1 Fun at Work
	1.8.2 Work Engagement
	1.8.3 Attitude Towards Fun
	1.8.4 Project Performance


	2 Literature Review
	2.1 Fun at Work and Project Performance
	2.2 Fun at Work and Work Engagement
	2.3 Work Engagement and Project Performance
	2.4 Mediating Role of Work Engagement between Fun at Work and Project Performance
	2.5 Attitude Towards Fun Moderate the Relationship between Fun at Work and Project Performance
	2.6 Research Model
	2.7 Research Hypotheses

	3  Methodology
	3.1 Introduction
	3.2 Research Design
	3.2.1 Type of Study
	3.2.2 Research Philosophy and Quantitative Research
	3.2.3 Unit of Analysis
	3.2.4 Population
	3.2.5 Sample

	3.3 Sample Characteristics
	3.4 Instrumentation
	3.4.1 Fun at Work
	3.4.2 Work Engagement
	3.4.3 Attitude Towards Fun
	3.4.4 Project Performance

	3.5 Data Analysis Techniques

	4 Results
	4.1 Measurement Model
	4.2 Reliability Analysis
	4.3 One-way Anova
	4.4 Descriptive Analysis
	4.5 Correlation Analysis
	4.6 Regression Analysis
	4.7 Summary of Hypothesis Accepted and Rejected

	5 Discussion 
	5.1 Discussion 
	5.2 Theoretical and Practical Implications
	5.3  Research Limitations
	5.4 Future Research
	5.5 Conclusion

	Bibliography
	Appendix

