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Abstract 

With the changes of post-90s employees' job demands, how to create workplace fun has 
become the key issue for managers in the workplace. However foreign scholars' research 
on workplace fun is still in its infancy, and there are still a lot of research gaps. Therefore, 
this paper summarizes and analyzes the research status of workplace fun through 
literature review. By reading the relevant literature, this paper reveals the development 
of the connotation of workplace fun, and clarifies the definition of the concept of work 
fun by scholars nowadays. At the same time, this paper summarizes the classification 
standards and dimensions of job pleasure types, and expounds the scale forms 
applicable in the study. At the same time, based on the three research subjects 
(organization, individual and organizational environment), this paper makes an in-
depth analysis of the influence mechanism and theoretical basis of workplace fun. 
Finally, according to the research results of workplace fun, this paper puts forward the 
future research prospect, and thinks that scholars can make in-depth research from 
three aspects: widening the conceptual boundary, developing maturity scale based on 
Chinese cultural background, and exploring the mechanism of action. 
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1. Introduction 

In China's cultural background, work and play have always been in a state of opposition. It is 
generally believed that "having fun while playing, working hard while working". However, 
when employees' material life is satisfied, spiritual enjoyment becomes an invisible 
requirement in their work. In the past ten years, employees' work pressure has been increasing 
and traditional strategies such as salary have become more and more difficult to motivate 
employees, which makes managers begin to introduce play activities into enterprise work 
practice. This realistic background has caused scholars to pay attention to the fun in the 
workplace. Up to now, there have been many related researches abroad. Scholars have found 
that introducing play activities into work can change the boring and numb phenomenon in the 
workplace, increase employees' work engagement, and improve organizational performance. 
However, the related research in China has only arisen in recent ten years. Domestic scholars' 
research has not conducted in-depth research on the influence mechanism of workplace fun, 
and the research on antecedent variables and outcome variables is not comprehensive enough, 
and there is a lack of in-depth explanation and theoretical integration of the action mechanism 
from various theoretical perspectives. Therefore, this paper will analyze the current research 
status of workplace fun by combing and summarizing the research literature, comprehensively 
analyze its connotation, type and measurement, theoretical basis and action mechanism, and 
finally put forward the future research direction.  

2. Definition of workplace fun 

Workplace fun originated from the word "play". After the 1980s, the constant awakening of 
personal self-awareness prompted enterprises to pay attention to the humanized flexible 
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management system. Scholars Deal and Key (1998 )[1] found that humor and fun produced by 
employees in the process of play played an active role in shaping corporate culture. Therefore, 
enterprises began to take play as a supplementary activity at work.  Bin Yu (2005)[2] hoped 
that In recent years, scholars have studied the definition and connotation of workplace fun 
mainly from the perspective of activities and atmosphere. 

From the perspective of activities, workplace fun was first defined by Ford, Mc Laughlin and 
Newstrom (2003)[3] as the happy activities related to work encouraged and supported in the 
workplace, so as to stimulate employees' positive attitudes and behaviors. McDowell (2005)[4], 
from the perspective of the correlation between workplace fun and work, thinks that workplace 
fun is not necessarily directly related to work, but is produced by work and has direct or 
indirect contact with it. Lester (2009)[5] extended the definition from the organizers and places 
where workplace fun activities took place, and thought that workplace fun was not necessarily 
initiated by organizations, but mostly evolved spontaneously by employees, and it could take 
place inside and outside the workplace, with social characteristics. On the basis of the above-
mentioned scholars' research, Fluegge Woolf (2014)[6] integrated this definition, and 
proposed that workplace fun is social, interpersonal and task-oriented. It is considered that 
workplace fun is an interesting activity that arises from work, occurs inside and outside the 
workplace, and is directly or indirectly related to work tasks. Nowadays, most scholars agree 
with this concept definition, and Chinese scholar Fengxiang Liu (2010)[7] launched a research 
review on workplace fun based on this definition. In addition to studying the definition of 
workplace from the perspective of activities, relevant scholars also expand their research from 
the perspective of atmosphere. Jie Yang (2019)[8] thinks that fun atmosphere emphasizes 
employees' perception of fun atmosphere, but starting from the overall fun atmosphere, we 
cannot deeply understand the intrinsic attributes of workplace fun. Due to the limited research 
perspective on the definition of workplace fun, based on the above-mentioned scholars' 
research, this paper mainly starts from the activity perspective of workplace fun, and analyzes 
the scales and mechanisms of different types of fun. 

3. Workplace fun types and measurement scale 

Because the definition of workplace fun is mainly from the perspective of activities, the types 
of fun are mainly divided from the structural dimension of activities. Scholars mainly use 
qualitative and quantitative analysis to study the types of work pleasure. Qualitative research 
means that the author only considers the specific forms of work fun, or qualitatively analyzes 
the multi-dimensional fun model through grounded theory and other methods. Quantitative 
analysis is to build a multi-dimensional structural model of work pleasure and collect data for 
empirical analysis on the basis of theoretical evidence. 

In the qualitative analysis, Karl (2005)[9] lists the specific types of fun activities, such as 
corporate anniversaries, games, corporate gatherings, youth league activities and so on. 
However, due to the lack of representativeness, these concrete forms can not be widely used. 
Bolton & Houlihan (2009)[10] classified them into decompression type, supplement type, 
contract type and excitation type according to the motivation and goal of organization initiation. 
Chen (2010)[11] divided work pleasure into four categories: employee-oriented, manager-
oriented, social-oriented and strategic-oriented. However, these two criteria lack empirical 
analysis and are not effective, so scholars have carried out quantitative research. 

In quantitative research, Fluegge (2008)[12] divides work fun into social activities among 
colleagues, work celebrations, personal free activities and general work fun, among which the 
first three measures the frequency of occurrence, and the fourth actually refers to the overall 
perception of work fun by surveyors. Domestic scholars Jie Tang and Yongping Xiao (2015)[13] 
based on the Chinese cultural situation, according to the two dimensions of whether the work 
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pleasure is initiated by organizations or employees, and whether it is related to work or not, 
they can be classified into four types: social type, relaxed type, auxiliary type and welfare type. 

The measurement method of job pleasure has always followed the Likert scale, and McDowell 
(2005)[4] designed the measurement items of job pleasure. Most of the current studies use this 
scale, but this scale only reflects the current measurement data.  

4. Mechanism of workplace fun 

Although scholars have been paying attention to workplace fun for a long time, the history of 
academic research on it is relatively short. Foreign countries started in 1982, but the research 
in China has only started in the past ten years, and there are gaps in the research results. The 
research content of workplace fun mainly includes three aspects: first, descriptive analysis of 
workplace fun; Secondly, it studies the influencing factors in the process of working pleasure. 
Finally, quantitative research is made on the results, focusing on job satisfaction, job 
performance, organizational citizenship behavior and turnover rate, from abstraction to 
concretization. 

In the descriptive analysis of workplace fun, Wenbin Liu and Jie Tang (2017)[14] used the 
method of generalized literature analysis to summarize the literature research results of 
workplace fun, and thought that the antecedent research of workplace fun only accounted for 
1/3 and the main concern was individual factors. From the relevant literature of result research, 
two-thirds of the researches are aimed at individual factors, mainly including improving work 
enthusiasm and job satisfaction, and there are few empirical studies on organizational and 
individual negative results. 

On the basis of the above-mentioned scholars, this paper will analyze and summarize the 
theoretical basis and mechanism of related literatures from 2017 to 2020 around the subjects 
(organization, individual and environment) involved in workplace fun. 

4.1. Based on the influence mechanism of organization on workplace fun 

According to the social exchange theory, the premise of keeping a good relationship between 
employees and organizations in enterprise management is that organizations and employees 
can exchange actively and mutually. According to this theory, on the one hand, by encouraging 
and supporting employees' fun activities, the organization can make employees have trust in 
the organization and take positive actions to repay the organization. Scholar Cooper, Kong & 
Crossley (2018)[15]once pointed out that in the process of transmitting fun, organizations 
release support signals to employees, stimulate employees' willingness to repay their leaders, 
and show more organizational citizenship behavior and lower turnover intention. Michael 
(2017)[16] found that jokes and humor can reduce conflicts, increase communication and help 
improve organizational cohesion. On the other hand, the organization promotes employees' 
attachment to the organization by realizing human-organization matching. For example, Michel 
(2019)[17] concluded through empirical analysis that when employees and organizations are 
highly matched, fun-filled organizations can attract and retain employees more. 

At the organizational level, the antecedents of workplace fun mainly include organizational 
trust, support and organizational leadership style, etc. Karl (2005)[18]has studied that 
employees' attitude towards workplace fun is positively related to their trust level with their 
superiors and colleagues. This shows that trust is a necessary condition for creating pleasure 
in the workplace. Among the outcome variables of workplace fun, there are many literatures 
about job satisfaction and job performance. 

4.2. Based on the influence mechanism of individuals on workplace fun 

Weiss & Cropanzano (1996)[19]'s theory of emotional events refers to the fact that work-
related events in the working environment will affect the individual's emotional response and 
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then lead to the individual's behavior performance. This theory mainly affects individuals 
through two ways, one is to change the employee's attitude and thus affect the behavior; The 
other is to directly affect employee behavior. Karl & Peluchette (2006) [20] found that when 
workplace fun events make employees feel positive emotional changes, they can affect 
employees' behaviors, such as reducing absenteeism and turnover rate, improving job 
satisfaction, organizational citizenship behavior and task performance. At the same time, Bo 
Zhao (2020) [21], a Chinese scholar, also found through research that fun events make 
individuals have more fun experiences, thereby improving the creativity of employees and 
promoting innovative behavior. In this process, the individual's age and characteristics can 
often be studied as influencing factors at the individual level. For example, Li Ma and other 
scholars (2016) [22]have studied the influence of the new generation of employees' job 
pleasure on their turnover.  

4.3. Based on the organizational environment on the impact of workplace fun  

Since 2017, most scholars have mainly studied the mechanism of atmosphere, environment, job 
requirements and workplace fun from the resource conservation theory proposed by Hobfall. 
The resource conservation theory suggests that the resources owned by individuals are very 
limited. When the limited resources can not meet the needs of employees, people will feel 
nervous and worried, which will induce individuals to acquire external resources to expand 
existing resources. In the environment where the organization puts forward workplace fun, 
employees can not only expand interpersonal resources, but also gain emotional resources by 
communicating with their superiors and colleagues, and benign workplace interaction can 
promote knowledge sharing and innovation. Good work fun can also make employees feel 
relaxed and have better pressure resistance. Guanfeng Shi and Bolan Yao scholars (2019) [23] 
believe that workplace fun not only provides employees with external resources, but also helps 
employees to turn them into internal resources, thus stimulating employees' positive behaviors, 
such as feedback seeking behavior. When work pleasure produces positive emotional resources, 
Petelczyc (2018)[24] points out that such resources can promote knowledge sharing, mutual 
learning of skills and increase team cohesion. Now, the research on working environment not 
only pays attention to working resources, but also begins to explore working requirements. 
Yajing Qi and Xinchun Wu (2018)[25]pointed out that the interaction between work resources 
and work requirements has an important impact on employees' intrinsic motivation and 
behavior. For example, the time pressure in the relaxed organizational environment will affect 
whether employees are willing to participate in work fun activities, so the adjustment of work 
requirements should be considered.  

5. Research prospect 

In recent years, more and more scholars have paid attention to the study of workplace fun. 
However, because there are a lot of gaps in domestic development, this paper studies the 
connotation of workplace fun, understands the research perspective of workplace fun types, 
and makes an in-depth analysis of the theoretical basis and influence mechanism of workplace 
fun combined with the main body, and puts forward the following three research deficiencies 
and prospects. 

First, in the definition research, it is found that the organizational boundary of workplace fun is 
not clear, the definition is vague, and most of them are from the perspective of activities, and 
there are problems such as single research direction and inconsistent judgment standards. At 
the same time, in the research process of multi-dimensional work pleasure scale, it is found that 
most scholars mostly adopt foreign mature scale types, and the shortcomings of existing foreign 
mature scales are mainly manifested in two aspects. First, the dimensions of the scale are not 
comprehensive enough, such as the lack of task pleasure in the scale, so the research on the 
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scale still needs to be deepened. Secondly, the measurement scale mainly adopts Likert scale, 
which can't reflect the measurement of fun duration, and it is instantaneous, so it hinders the 
long-term evaluation of workplace fun. 

And in our research, because of the differences in cultural background, the fun activities of 
foreign enterprises may not be suitable in Chinese culture. Therefore, it is necessary to 
investigate the influence of Chinese culture on fun practice and employees' fun attitude when 
conducting the research on workplace fun, and to develop a mature measurement scale with 
Chinese cultural background from the practical situation through mixed research methods. 

Secondly, according to three research subjects: organization, individual and organizational 
environment, this paper analyzes the shortcomings of the existing influence mechanism and 
the future research direction. At the organizational level, in the future, according to the 
perspective of human-organization matching in social exchange theory, we can study the 
moderating effects of job characteristics such as job content redesign and superior support on 
workplace fun. At the individual level, the research on the influence of individual traits on the 
results of work fun under the emotional event theory is not deep enough. In the future, we can 
study the different effects of different traits on work fun from the specific personality traits 
such as Big Five personality. At the organizational environment level, the research mechanism 
of job requirements and play atmosphere under the resource conservation theory is still to be 
developed, especially the regulation of time pressure on workplace fun. 

Finally, in the study of outcome variables of workplace fun, the study of negative outcomes is 
seriously insufficient. Work fun may lead to employees' enthusiasm for play projects and low 
work efficiency. There are also fun activities that take up working hours, and employees have 
rejection psychology. Therefore, in the future, it is necessary to study the specific negative 
effects of workplace fun and the mechanism of the negative effects. 
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