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Abstract 
 

Creating a fun working environment has garnered a lot of attention in recent years from 

both researchers and managers. By creating a workplace that is perceived by employees as 

fun, managers hope to increase the employee’s motivation and in doing so increase the 

creativity and lower the turnover rate. The way managers try to create a fun working 

environment is by introducing fun events. Previous studies have emphasized the its potential 

benefits, leaving potential harmful effects of it an under researched topic. Thus, this research 

study focuses on exploring if and why supposedly fun events in the work environment have 

the opposite effect. In order to so, the following research question was formulated:  

 

“What are the causes and consequences of Swedish employee’s negative perception of a 

fun working environment?” 

 

The theoretical framework examined the Affective Events Theory to help identify relevant 

concepts and theory to build a solid theoretical foundation for this research study. The 

insights from the Affective Events Theory model served as an inspiration for the theoretical 

synthesis of this research study. The model helps understand the empirical data and the 

analytical process by demonstrating how the different aspects intersect and interact with one 

another to form an outcome.  

 

The qualitative data collection and analysis revealed that there are several factors which 

cause a negative perception of employees on a fun working environment, including: the 

work environment, fun work events, personal predispositions and leadership.  

 

 

Key words: Fun Work Environment, Fun Work Events, Management, Motivation 
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1 Introduction 
1.1 Research Background 
An increasing amount of attention has recently been placed on the benefits associated with 

creating a fun working environment, not only by researchers but especially by management 

and business leaders as they take an active role in creating a workplace that is viewed as fun 

by their employees which will, among others, lead to a significantly increased level of trust, 

creativity and communication (Monster, 2019). Additional benefits following this are 

higher morale, a stronger bottom line and a lower turnover rate (Monster, 2019).  

 

An increased number of companies encourage a mentality of “work hard, play hard” for 

their employees. These changes come about as technology continually changes, and so do 

people. People want more from their employers, they want social environments and their 

workplace to be enjoyable. This increases productivity and encourages new ideas and 

innovation that help employees achieve their goals (Pentecost, 2019). Organisations 

interested in the benefits that a fun working environment brings, with employees being 

genuinely engaged and enjoying their workplace, have to create a strong work culture 

together with people who are committed to the organisation (Monster, 2019). We will now 

explore the subject more thoroughly to deepen the understanding of why it is important, 

how it is done and what we are going to research. 

 

The primary reasons to work may still be to receive a pay check at the end of the month, 

which is possible regardless of the work environment. However, given that most adults 

spend one-third of their lifetime on the job (Wrzesniewski et al., 1997, p.21), individuals 

seek, for example, intrinsic satisfaction, good relationship with their colleagues and would 

clearly prefer the experience to be enjoyable and to have fun (Tews et al., 2014, p.930). 

 

Hudson (2001) stated the increased importance of implementing workplace fun even for 

large conservative manufacturing companies.   

 

“... fun was long viewed with suspicion. Sure, a lot of start-ups and Silicon Valley companies 

have wild and crazy cultures, with pillow fights around the foosball table the order of the 

day. But ours is a traditional, Midwestern manufacturing company, one that didn’t even 

allow employees to have coffee at their desks until 1989.” “So perhaps it comes as a 

surprise, … we’ve made fun an integral part of the culture at Brady Corporation—not 

simply as an end in itself but for serious business reasons. We’ve found that getting people 

to loosen up and enjoy themselves has numerous benefits.” (Hudson, 2001). 

 

The mentioned benefits of people enjoying themselves include breaking down boundaries 

across and within departments a closer team spirit and “foster an esprit de corps throughout 

the company” (Hudson, 2001), which is a management’s promotion of high levels of 

motivation among subordinates (Combe, 2014 p.50).  

 

Further, it “can start the conversations that spark innovation and increase the likelihood 

that unpleasant tasks will be accomplished. It can help convey important corporate 

messages to employees in memorable ways. It can relieve stress - and, heaven knows, we 

can all benefit from that.” however, “it must be done with care. And it can’t be forced. But 

in the right spirit, selective – or even random – acts of fun can help transform an 

organization.” (Hudson, 2001). 

 



 

2 
 

As previously stated, fun in the workplace is one way to address the needs employees are 

longing for and it has been claimed to be favourable on nearly every aspect of organisational 

life. In fact, it has been argued that fun leads to higher job satisfaction, morale, pride in 

work, and staff retention (e.g. Abramis, 1989, p.37; Yerkes, 2007, p.3). 

 

Further, a fun workplace is the antidote to job dissatisfaction and pressure for employees, 

and they humanize the organisation with their potential to empower staff, enhance creativity 

and satisfaction, and reduce absenteeism and turnover (Barsoux, 1993, p.45). For 

management, this promises increased productivity and motivation (Fineman, 2006, p.280). 

 

There have been other studies done with a focus on a fun working environment and job 

performance. For example, Fluegge (2008, p.9) demonstrated that it directly improves 

organisational citizenship behaviour (OCB), task performance and creative performance, 

whereby the latter two were affected only indirectly. It was concluded that a fun climate can 

result in higher employee productivity (Fluegge, p.10) and implies that organisations should 

create a fun environment at work as it leads to employees being in a better mood, more 

engaged and improves their performance outcomes (Fluegge, 2008, p.76). 

 

As early as 1996, Abramis (1989, p.36) suggests that, next to the working environment, 

individual differences play an important role regarding fun at work (McDowell, 2004 p.10). 

He found that most people agreed on interactions with co-workers as being fun, however, 

due to a great variance, the research concluded that people have a different perception of a 

fun working environment and thus, react differently towards it (McDowell, 2004 p.11). 

Especially employees with a positive attitude towards fun could become high performing 

employees by participating in fun endeavours (Karl et al., 2005, p.3). Attitudes towards fun 

describe “the appropriateness and importance of workplace fun and perceived 

consequences” related to it (Karl et al, 2007, p.415). Besides, individuals reporting a greater 

level of experienced workplace fun, that is, a person’s perception of the existence of fun in 

their workplace, were also more satisfied with their job. Also, those experiencing more fun 

are more likely to report reduced emotional exhaustion and dissonance (Karl et al., 2007, 

p.415; Karl & Peluchette, 2006, p.10). Overall, people’s preference for and attitudes towards 

a fun working environment varies based on certain individual characteristics. However, 

most studies failed to empirically measure fun at work and thus, did not provide a causal 

explanation for associated outcomes. 

 

One aspect of individual differences regarding a fun workplace is the culture. The 

previously mentioned studies were conducted with American employees (e.g. Fluegge, 

2008; Karl et al., 2007; McDowell, 2004; Karl et al., 2005). Emotional expression, for 

instance, is determined by cultural roots. America's individualism and mentality can be 

considered a heritage that favours expressing emotions and optimism and feeling good 

about oneself both inside and outside the workplace. While in other countries, in contrast, 

the individualism is more guarded, and general understatements and emotional self-control 

in valued in the workplace (Fineman, 2006, p.276). Since the focus of this study is on the 

work environment in Sweden, the Swedish and American cultural differences will be 

compared later in this section.  

 

Another example that exemplifies cultural differences in the workplace is teamwork. Teams 

have been much more prevalent in the workplace in the twenty-first century, but it is not 

only working in teams that have increased but also the way decisions are made. Because of 

the prevalence for more project-based work, there is a need for input from people that have 

different knowledge, skills and experience (Arnold 2011, p.516). Especially in Sweden, as 

a heterogeneous country, teamwork seems to be an important part of the work environment.  
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Teamwork origins can be traced back to two different points. The first one being the concern 

for the wellbeing of the European working life in the 1960s and 70s (Morita, 2001, p.178). 

Teamworking was thought to be more satisfying than working alone. The second origin was 

based on the advantages of the Japanese management style that emphasizes loyalty, 

multifunctional employees and collective responsibility of the quality and quantity of work 

(Morita, 2001, p.178). 

 

Looking further into the Swedish work culture and taking the perspective of how Swedish 

employees view their working environment appears to be worthwhile as a contrast to 

previous American studies. Morley et al. (2018, p.410), describe the social aspects as being 

of vital importance both within and outside of the Swedish work environment, even more 

so now with increasing automation and isolation. This includes a tradition of planned coffee 

breaks (‘fika’) that hold considerable symbolic and social power within Sweden. However, 

the effects of assembly suggest that there can be more to it than simple rest and recreation. 

With the traditions of the social aspects of fika being repurposed by the organisation, with 

both fluid and fixed boundaries and a democratization etiquette. Wieland (2007, p.251) 

states that the work relationships that exist within organisations provide a sense of 

expectation on the employee to attend. There exist unspoken rules of conduct and people 

feel that simply attending was not enough as it affected the working environment. While 

organisational activities are intended to have clear goals and allowing the organisation to 

assemble and find the enjoyment of different occupations and genders perceive them 

differently (Morley et al., 2018, p.411). 

 

The activities can be a much-needed change of pace from the work responsibilities and 

routines. It can also be seen as an opportunity to conduct business informally and maintain 

or expand one's professional network, and where some enjoy the sociality others felt that 

the time investment needed to be tangible and worth it. The activities can also be seen as 

distracting from one's obligations and lead to unproductivity and whilst some enjoy the 

inclusiveness their experiences can affective discomfort (Morley et al., 2018, p.411). In 

Sweden, there is a large prevalence put on these activities within the organisation since there 

is comfort in the collective of the group over the competitive individualism, and this can be 

seen in how fun work activities have become formal workplace rituals that create an 

organisational climate the employee that increases the motivation and loyalty of individuals. 

 

In a survey that was asked to around 6000 senior managers, to explain to what extent 

workers in organisations work in teams and have the authority to make their own decisions. 

(Figure 1) (Arnold 2011, p.519).  

 

Percent with some form of  Percentage with some 

team decision  team-based workplace 

Sweden  44    11 

Netherlands  38    5 

UK  27    5 

Germany  26    4 

Denmark  24    3 

Italy  22    1 

Spain  4    0 

 

Figure 1: The incidence of team working in European countries, Source Arnold (2011, 

p.519) 
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As it can be seen, Sweden ranks at the top, which is not surprising because of the Swedish 

traditions of participative democracy and socio-technical work design showing the success 

of teamwork (Arnold 2011, p.519). With an emphasis on status and hierarchy in their 

culture, lower levels of team working are characteristics of more southern European 

countries. With this study, we can clearly see the importance of a team-based culture in 

Sweden and the need to not fulfil the individual needs but the needs of the collective because 

of the prevalence of teams in Sweden.   

 

The prevalence of non-work-related activities within Swedish organisations raises the need 

to understand how people react differently to activities. Fineman (2006, p.276) explains that 

people's emotional expressions are determined by their cultural roots. Looking at the 

American individualism and mentality, it can be considered a heritage that favours 

expressing emotions and optimism and feeling good about oneself (Fineman, 2006, p.276). 

To help us understand how Swedish individuals and their culture affect both themselves and 

their working environments. we will be looking into the following 6-D model by Hofstede 

(2019). 

 
Figure, 2. Hofstede insights, Sweden (Blue) - United States (Purple). 

 

Sweden has a low score of 31 while the US has a score of 40 in the Power Distance score 

meaning that Sweden has a hierarchy of convenience and values independence, equal rights, 

and empowering leadership. Managers rely on the knowledge and experience of their teams 

leading to a decentralized form of power. There is an informal tone to managers and 

communication is direct and employees expect to be consulted over decisions that affect 

them. Sweden is a highly individualistic country scoring a 71 meanwhile the use shows a 

score of 91, in countries that score high it is expected for individuals to take care of 

themselves and employment, is based on mutual advantage. On the Masculinity Sweden 

scores a 5 leading the society to have strong feminine tendencies, such as there being a 

balance between the work and life. An effective manager is seen as being supportive and 

decisions are done involving others. Managers try to reach a consensus because people value 

equality, solidarity and the quality of their working life. If conflicts arise, they are resolved 

by negotiating a compromise and Sweden is known for its long discussion to reach a 

consensus. The Swedish culture is based around ‘lagom’ (everything in moderation, not too 

much but not too little). This is one point where the US is very different from Sweden with 

a score of 62 that can be summarized as the typical American behaviour, that is based on 

their shared values that you should always strive to be the best and that the winner takes all. 

There is a societal mentality to want to show off one's success combined with a can-do 

mentality and a belief that it can always be done better. 
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Sweden has a score of 29 for Uncertainty avoidance while the US has a score of 46. This 

means that there is a more relaxed attitude meaning that deviating from the norms is 

tolerated. It is a belief that there should not be more rules than necessary and hard work is 

undertaken when necessary.  

 

In the Long-term orientation, Sweden has a score of 53 meaning that it does not have a 

preference on how its own pasts influence the present and future challenges. The US with a 

score of 26, means that society honours traditions and norms and not being prone to societal 

change. For the last dimension, Indulgence Sweden has a score of 73 while the US scores 

a 68 meaning that people are impulsive and willing to realize their desires to have fun and 

enjoy life. People have a positive attitude and are optimistic in general. Additionally, leisure 

time is of importance because Swedish people enjoy doing as they want (Hofstede, 2019).  

 

Comparing the Swedish and US cultures we can see two major differences in their cultural 

approach to Masculinity and Long-Term Orientation. The first, where the US culture due to 

its high score in Masculinity there is more of an individualist mentality than the Swedish 

low score that pertains into more of a mentally where everyone is viewed as equal. The 

second, being the two countries view of Long-Term Orientation where the US is very 

protective of its past and old values are still a part of the society, while Sweden is indifferent 

about its past and while some traditions are highly valued certain others are not 

 

1.2 Definition of a Fun Working Environment 
Fun at work is a broad construct with no universal applied definition. Different studies have 

provided similar but slightly distinct definitions to fit the focus of their study (Tews et al., 

2014, p. 925). According to Fluegge (2008), workplace fun includes “any social 

interpersonal or task related activities at work of playful or humorous nature that provides 

individuals or group with amusement, enjoyment or pleasure” (p.15) and should be initiated 

intentionally by the organisation. Others agree on the “enjoyable, amusing, or playful” 

(McDowell 2004, p.9), nature of fun at work, but define it as “not specifically related to the 

job”. (p.9). In contrast, Tews et al. (2014, p.924) suggest that workplace fun can be created 

by individuals to make their job tasks and responsibilities more enjoyable and interesting 

for themselves.  

 

With this in mind, it seems that fun can be derived from multiple sources (Tews et al., 2014, 

p.925) and that the existing body of literature has not reached consensus on a single 

applicable definition of fun at work. Given the profound similarities in the nature of these 

activities, it is tempting to just use the previous definitions and develop a new combined 

one. However, those definitions remain broad and all-encompassing and thus, a 

combination only would not add anything to our understanding of fun at work related to the 

working environment. 

  

Ford et al. (2003, p.22) bring us closer to the meaning intended in this research, saying that 

fun at work activities are characteristics of a fun work environment which intentionally 

organizes and encourages employees to engage in them because they “positively impact the 

attitude and productivity of individuals and groups”. Yet, difficulties related to unifying 

people’s subjective perception of a fun working environment (e.g. Fineman, 2006, p.278; 

Karl et al., 2007) remain and cannot be easily solved. The researchers believe that is it 

possible to take these factors into considerations and develop an understanding that fit this 

present study. Therefore, the adopted meaning of a fun working environment is: 
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An organisational work environment with activities that bring people together whose 

outcomes are driven by the employee’s individual differences. 

 

While certain activities, individual differences and associated outcomes will be explained 

throughout this research, the influence of personal subjectivity remains. For this reason, it 

is necessary to keep the definition broad, as narrowing it down would not capture all 

different individual meanings of it.  

 

In the following chapter the intent of the research study will be explained and how research 

into the negative effects of fun organisational event can have negative effects on the fun 

working climate research is insufficiently studied. 

 

1.3 Research Purpose and Research Question 
While a large amount of research has been done examining the several organisational 

benefits associated with the implementation of fun into the work environment, only a little 

literature exists on the potential negative sides of fun at work. In fact, most of the previous 

studies McDowell (2004), Fluegge, (2008) and Karl et al. (2005) have not even conducted 

empirical research on these effects on its own but instead, raised the need for future 

investigation on the downside of fun in the workplace. The few studies with an empirical 

investigation have found that employees share negative perceptions about managed fun such 

as "It's not really right that you should be told by management to have fun" (Redman & 

Matthews, 2002, p.58). These are reinforced by pre-existing suspicion of the intentions of 

managers. Thus, the irony being that fun events are not always fun because they are used as 

a means for more management control, causing mixed employee’s reactions Warren, 2005, 

p.175). 

 

This lack of research was the trigger for this research. To gain a better understanding of the 

negative context of working environment related to fun at work, an in-depth look into the 

causes and consequences and the context of the positive side and the theories behind is 

necessary. Consequently, we will rely on positive studies results and borrow insights from 

established theoretical concepts to explore if the opposite results can be found within 

companies that have established a fun working environment. This approach is essential for 

the present study as any further explanation of the negative fun at work context would 

otherwise be largely based on the researcher's assumptions and own conclusions. 

 

Moreover, we were interested in the cultural perception of fun at work. Given the fact that 

previous research demonstrating the positive effects has mainly focused on American 

companies, we assume that the relationship to workplace fun in Sweden may greatly deviate 

from the US, therefore we are particularly looking into individuals working in Sweden. We 

believe that the diversity of the Swedish organisational environment may reveal valuable 

new insights. Therefore, the purpose of this study is to: Explore and examine the perceived 

negative aspects of fun in the work environment. With this objective in mind the following 

research question of this work is proposed: 

 

What are the causes and consequences of Swedish employee’s negative perception of 

a fun working environment? 

 

It can be established that the research questions formulation follows a Neglected spotting 

approach (Sandberg & Alvesson, 2011, p.30), that means, the research does not challenge 

existing concepts but focuses on something that has been overlooked. With the research 

question demonstrating the necessity of studies into the specific topic on how fun 

organisational events can be perceived negatively and create a not so fun working 
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environment (Sandberg & Alvesson, 2011, p.30), and how managers can influence their 

employees’ perceptions of a fun working environment  

  

 

1.3 Theoretical and Practical Contributions  
As the literature review carried out barely considered the causes and consequences from a 

negative perspective, we believe that answers to the research question will make three 

contributions. 

 

Firstly, the present research offers a new and interesting perspective to the current literature, 

pointing out the negativity associated with a fun working environment since it has not been 

addressed in this way before. In addition, it will allow the highlighting role of culture on the 

perception of fun in the workplace.  

 

Secondly, this study aims to make a methodological contribution since nearly all previous 

research has conducted quantitative research. By applying a qualitative approach, we seek 

to gain in-depth insights into the individual perception of a fun working environment. 

  

Thirdly, we hope that this study will help managers in creating a fun working environment 

in congruence with the differences among the workforce and to reflect their own attitude 

and behaviour towards a fun work environment. 

  

The work presented in the following chapters aims to find and analyse the causes and 

consequences of fun at the workplace from both a positive and negative perspective by 

reviewing the existing literature as well as using established management theories to 

develop a theoretical framework adapted to the negative side on a fun working environment 

in Chapter 2. Chapter 3 will cover the methodological approach applied to this work, 

followed by the Empirical research methods in Chapter 4. Chapter 5 will then present the 

findings to be dedicated to the discussion of those. Finally, Chapter 7 will draw the 

conclusions of the research and point out the limitations of it as well as make proposals for 

future research, extending the results of the work here presented.  
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2 Theoretical Framework 
In this chapter, the theoretical framework that is the basis of their study will be presented. 

The framework begins by introducing the Negative aspects of a fun working environment, 

Explanation for the absence of fun at work, to present what the establish knowledge on the 

subject is. Further on, the Reasoning behind the positive theory, Affective Events Theory 

together with its model that serves as the reasoning behind the choices of theory. 

Subsequently, we explored how leadership influences the worker's concepts of their work 

environment. The theoretical chapter is concluded by demonstrating the theoretical 

synthesis and how the presented theories interact with the research. 

 
2.1 Negative Aspects of a Fun Working Environment 
Whereas some academic research has demonstrated that fun does, in fact, have positive 

consequences for individuals and organisations, few have been more critical, highlighting 

that workplace fun may be met with resistance, as the following section will show (Tews et 

al., 2014, p.923). 

 

The existing studies on the negative effect of workplace activities have indicated a 

relationship to the character of the activities as well as the characters of individuals who 

engage in such (Fluegge, 2008, p.80). 

 

One researcher who started to look further into potential negative impacts is Fineman 

(2006). He suggests that the implementation of fun at work activities into the organisation 

could cause counterproductive employee behaviour (Fineman, 2006, p.280). More 

specifically, if individuals perceive such activities as forced or an insult, they may display 

harmful behaviour for their supervisor or the organisation or even completely withdraw 

from work (Fineman, 2006, p.280).  

 

Furthermore, Fleming (2005) found mixed results for different fun activities which were 

sponsored and initiated by the organisation. In fact, while some employees enjoyed 

participating in them, others were more sceptical and resistant to take part in these activities. 

The reason why they disliked organisationally sponsored fun was their perceived 

inauthentic and fake or forced character. Other reactions to fun initiatives were resistance 

to participate towards outside social activities (Tews et al., 2004, p.927).   

 

Based on individual characteristics, workplace fun can cause different responses (Karl et 

al., 2005, p.2). For example, while some respond positively by viewing it as a relief, others 

feel stressed when forced to participate in different activities at their work. Consistent with 

this view, an earlier study by Whiteley and Hessan (1996, p.12) explained that people may 

have different attitudes regarding workplace fun. On the one hand, people may experience 

them as a stress reliever from their job and thus, welcome fun activities at their workplace. 

On the other hand, others may respond with resistance as they find such activities in their 

work environment as inappropriate. 

 

Despite individual reactions to workplace fun activities, those sponsored by management 

can be counterproductive. In fact, the negative side of workplace activities seems to be 

strongly connected to its perceived forced character (Fineman 2006; Flemming 2005; Karl 

et al., 2005) 

 

McDowell mentioned the manager's fear that job performance may suffer from having too 

much fun at work (McDowell, 2004, p.95). Newstorm agreed with that by proposing that 

having too much fun can result in unwanted consequences. She argued that managers are 
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responsible to set boundaries and limit the extent of fun in the workplace to prevent it from 

diminishing employee's productivity, creating a wrong image about the company's priorities 

or spending high financial expenses for such activities (2002, p.8). However, both fail to 

explain what “too much fun” exactly implies.  

 

In line with this, Tews et al., (2004, p.941) argued that managers should “strike the delicate 

balance between work and play” (p.941) and be aware of its potential dangers. Finally, 

Fineman (2006, p.277) claims that the overriding purpose of creating a fun workplace is to 

primary fulfil a manager’s need to maintain control. Indeed, some literature portraits 

managers as fearing for performance targets if they relinquish part of their control. For this 

reason, they prescribe fun to boost employee commitment and productivity (Dineman, 

2006, p.278). Managed fun, however, cannot substitute for voluntary and spontaneous fun 

and the attempt is likely to have counterproductive effects (Fineman, 2006, p.280). Fun, as 

obligatory organisational practice, therefore, resembles a managerial and cultural means of 

control over workers by sustaining oppressive power imbalances (Fineman, 2006, p.283). 

Against this background, it is understandable why it can cause mixed employee reactions 

and becomes morally questionable.  

 

These diverse studies highlight the active role of management in the implementation of 

workplace fun. However, it seems that its implementation is not as straightforward as other 

studies claim. Fun activities should, therefore, be carefully selected and implemented (Tews 

et al., 2014, p.941).   

 

2.1.1 Explanation for Absence of Fun at the Workplace 
Next to the negative consequences when fun at work is implemented, some studies have 

addressed potential explanations for the absence of fun at work. For example, Lloyd et al. 

(2005, p.92) identified the lack of resources, workload, professional conflict and self-doubt 

as stressors for the workforce, focusing on job duties. McDowell (2004 p.12) stated that not 

many companies have practised such workplace activities based on their perception that fun 

and work do not belong together, and therefore should be separated. It was also mentioned 

that, while Human Resource Managers plead for integrating fun in the workplace, some 

managers and supervisors might be less supportive. In fact, it was found that over 80% of 

respondents saw time constraints as the main reason to not include fun at work. Besides, the 

fear of little support from supervisors or that the department’s work would suffer from it 

was stated. Another concern was the doubt about the impact, that is, the lack of evidence 

that fun will have a positive impact on any outcomes (McDowell, 2004, p. 12). 

 

Newstrom (2002, p.5) found two other explanations of why having fun at work has been 

traditionally restricted in many companies. Firstly, the primary task of supervisors was to 

make sure that employees acted as expected, that is, sticking to rules and focusing on 

attaining results and thus, supervisors maintained a strict and serious work climate. As a 

result, supervisors blinded managers from seeing what employees may really need. Besides, 

in line with McDowell (2004, p.19), their deeply held attitude to separate fun and work that 

may have prevented and still prevents them from recognizing the possible benefits derived 

from a fun work climate (Newstrom, 2002, p.5). 

 

Secondly, the lack of possession of skills that facilitate fun at work. Specifically, as 

assumingly representative for several generations of managers, they did not receive any 

training, support or encouragement for how exactly to create a fun work atmosphere. As a 

result, they were unable to increase the fun at work. 
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Furthermore, with no role model present in this regard, supervisors had no one to imitate. 

Therefore. it is not surprising that most organisations were historically characterized by the 

absence of fun at work (Newstrom, 2002, p.5). 

 

2.2 Reasoning behind Positive Theory 
Given that studies on the downside remain scarce, the need for research on potentially 

harmful effects of workplace fun becomes salient (Fluegge, 2008, p.80). In order to do so, 

an analysis of the positive side of a fun working environment is required before we continue 

to the opposite side of it. Consequently, we will be studying some well-established theories 

and positive studies. 

 

In particular, the Affective Events Theory (AET) will be used as a basis for the following 

theoretical framework chapter to help us view fun at work within its environmental context 

as well as to examine the causes and positive consequences of the perceptions of a fun 

working environment. We will extrapolate on this knowledge to fill the voids in the 

literature about the negative aspects of a fun working environment.  

 

2.3. Affective Events Theory 
The AET model details how events in the working environment cause an emotional reaction 

by the employees which together with their personal predisposition, influences their attitude 

and behaviours (Robbins & Judge, 2014, p.111) 

  

An important part of the work lives is our emotions and moods. The AET model 

demonstrates how employees emotionally handle events that occur at work, and how these 

reactions influence their work performance and satisfaction. The theory behind the model 

is that emotions are responses to events in the working environment (Robbins & Judge, 

2014, p.110). Within the working environment, many different job features are included, 

such as, task variety, autonomy, job demands but also events that can make the individual 

struggle or feel uplifted. Examples of hassles in the workplace can be colleagues that do not 

do their share of the work, conflicting directions from managers, and time pressure. 

Uplifting events can be reaching goals, having support from colleagues and being 

recognized for work and accomplishments (Basch & Fisher, 1998, p.7). 

 

These work events can cause both positive and negative emotional reactions, with the 

worker’s personal predisposition, that is their personality and mood, determining the 

intensity of their response. In other words, people react differently to events depending on 

their personalities and moods which influences their performance and satisfaction regarding 

their organisational citizenship behaviour and commitment, level of effort, and workplace 

loyalty (Robbins & Judge, 2014, p.110) 

 

Individuals with a negative predisposition are more likely to experience negative emotions 

and assess their work negatively as well, while those with a positive predisposition have 

also more positive perception of their work (Connolly & Viswesvaran, 2000, p.2). Weiss & 

Cropanzano, (1996, p.18) argue that there is significant variability in people’s working 

attitude over time, driven by the flow of their moods as well as the daily work events they 

experience. These variations in attitudes were also associated with behavioural variability 

(Miner et al., 2005, p.171). 

  

The important message the AET models provides is that emotions give valuable insight of 

how employees are influenced by events in their working environment and how this together 
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with their personal predisposition alters their performance and satisfaction (Ashkanasy & 

Daus, 2002, p.324). 

  

  
Figure 3: Affective Event Theory, Source: (Ashkanasy & Daus, 2002, p.77) 

  

As demonstrated in the AET model different working environments and events impacts 

individuals differently and thus, influences their behaviour and predict organisational 

outcomes. This is important for the present study because no model has been developed that 

places fun at work in a larger organisational context and thus, describes a fun working 

environment. To do so, using the main elements and relationships shown in the AET model, 

each element will be categorized, adapted to our research topic and explained throughout 

this chapter. The first category is the context, including the work environment and work 

events. We excluded ‘Emotional labour requirements’ as it is about regulating feelings and 

expressions at work and we did not want to focus on emotions and moods but instead 

explore how employees perceive these work events. This is also why we replaced the main 

element ‘Emotional Reactions’ of the AET model with Perceptions. 

 

The next element Personal predispositions contain work orientation, diversity and attitudes 

of employees. We added the element “Leadership” to identify the role of leadership of a fun 

work environment. Lastly, these elements relate to positive and negative perceptions which 

lead to different outcomes. This way, the adaption of our model fits the focus of the present 

study and relates to the research question: 

 

‘What are the causes and consequences of employee’s negative perceptions of a fun working 

environment?’  

 

Each element will be explained in further detail throughout the study, whereas the focus 

will be on the causes, to eventually develop our own model as shown in Section 2.6 

‘Theoretical Synthesis’. 
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2.3.1. Fun Working Environment 
An organisational environment or can be understood as the prevalent norms, attitudes and 

values that are inherent in the organisational structure and management systems. Therefore, 

there is reason to believe that different environments embrace different behaviours and thus, 

predict organisational outcomes, reflecting the Affective Events Theory. Lewin already 

argued in 1936 that "Every psychological event depends on the state of the person and at 

the same time on the environment" (1936, p.12). Aiming to contextualize fun at work in the 

organisational work environment, McDowell argues that both individual attitudes towards 

fun and the fun organisational environment form perception of events at work (2004, p.3). 

 

2.3.2. Fun Work Events 
McDowell (2004, p.13) was the first to conceptualize fun at work and links it to a fun 

climate. As a result of the study, a fun climate had a positive impact on employees’ 

perception of fun in the workplace as well as on their job satisfaction. Further, it might even 

help to create a strong relationship between the organisation and its employees that goes 

beyond being satisfied with the job by providing them with the wish to stay and feeling of 

commitment (McDowell, 2004, p.86). 

 

More specifically, the fun climate (2004, p.49) is an organisational climate that supports fun 

at work. It includes four factors, namely socializing, celebrating, personal freedom, and 

global fun/ management support (2004, p.13). Socializing implies different social 

interactions among co-workers, celebrating refers to social gatherings at work and events to 

celebrate special occasions such as birthdays or professional accomplishments. The third 

factor, personal freedoms refers to autonomy/ freedom at work regarding dress code and 

taking breaks, among others. Finally, global fun includes an overall evaluation of whether 

an organisational fun work climate is present whether it is supported by management 

(McDowell, 2004, p.121). The detailed items of each factor are shown below (Figure 1). 
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Figure 4: Items on the Fun at Work Climate Scale (McDowell, 2004, p.121) 

 

The problem with the previous studies (McDowell 2004; Fluegge 2008) is that they treated 

fun at work as a single construct, without considering its distinct dimensions and hence, the 

most influential fun aspects could not be determined. Therefore, before exploring further 

outcomes, it is necessary to clarify the concept of fun at work, which will be done in the 

following study. 

 

To address this issue, Tews et al. (2014, p.926) divided fun at work into three different, yet 

related forms and examined the effect of each on the turnover of employees. These forms 

were fun activities, co-worker socializing and manager support for fun. Fun activities are 

“a variety of group and social activities initiated by the organization intended to promote 

enjoyment among employees” (Tews et al., 2014 p.928). Although several activities would 

qualify for this form of fun, the study focused on those activities that have been perceived 

favourably in previous studies. They include social events, public celebrations, professional 

achievements, personal milestones and team building activities (Tews et al., 2014, p.928). 
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The second form, co-worker socialization is characterized as “co-workers being friendly, 

outgoing and social” (Tews et al., p.928). Tews et al. argued for its importance as it is 

essential for the experience of fun on the job (Tews et al., 2004, p. 928). The last form is 

manager support for fun and describes “the extent to which managers allow and encourage 

employees to have fun on the job” (p.928), thus managers are actively involved in the fun 

at work concept.  

 

Although these three elements seem to be similar in the sense that each of them intents to 

enhance enjoyment and cohesive relationships, among others, they are different in several 

points and should, therefore, be considered as related, yet distinct constructs (Tews et al., 

2014, p.928). 

 

The results were that both co-workers socializing and manager support for fun were directly 

and negatively related to employee turnover while fun activities were indirectly related. 

Therefore, not all forms of fun have an equal impact (Tews et al., 2014, p.923). 

 

These outcomes may be important implications for managers regarding employee 

performance: McDowell suggests that companies whose employees are more satisfied, 

committed and less likely to leave, have a higher individual performance. (McDowell, 2004, 

p.88). 

 

Concept of Fun at Work 

Given the different forms of fun at work, fun at work needs to be as a multi-dimensional 

construct with related, yet distinct elements (Tews et al., 2014, p.928). Extending the earlier 

stated definitions, fun at work can be categorized as managed fun or organic fun. Managed 

fun would encompass activities which are work-related and sponsored and supported by the 

organisation (Fluegge 2008; Ford 2003). In addition, managed fun is high informality (Tews 

et al., 2014, p.929). 

 

While researchers agreed on the term “organic fun”, they referred to this category as either 

“managed fun” (Fluegge, 2008, p.9), “packaged fun” (Bolton & Houlihan (2009, p.557) or 

“manufactured fun” (Tews et al., 2014, p.928).  

 

In contrast, “organic fun” includes often work-unrelated activities, which can occur 

naturally or are initiated by co-workers themselves (McDowell 2004; Tews et al. 2014) and 

is a more informal form of fun. Having this in mind, organic fun can be considered as 

voluntary or “volitional” (Tews et al., 2014, p.928), which is why the researchers assume 

that the opposite applies to managed fun, which is a forced feature.  

 

Comparing McDowell’s (2004) four dimensions of a fun climate to the three forms of fun 

(fun activities, co-worker socializing and management support for fun) developed by Tews 

et al. (2014), they appear to be similar. In particular, both co-worker socializing dimensions 

are corresponding (Tews et al, 2014, p.932) and belong to organic fun. 

 

Fun activities and celebrating have mainly the same items, and thus belong to managed fun. 

Finally, Tews et al. management support for fun include items from both personal freedom 

and global fun/management support. This dimension belongs mainly to managed fun as 

well, while (Tews, 2014, p.928). Finally, comparing McDowell (2004) and Karl et al. 

(2008), global fun seems to reflect the attitude towards fun from the management point of 

view, while Karl et al.’s definition of experienced fun seems to be similar to co-worker 

socializing, and personal freedom (Fluegge, 2008, p.16).  
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According to this cross-study comparison, the table below summarizes both categories of 

the concept of fun at work, as it will be used in the present study (Table 1). 

Why is this concept important for the present study? Given the unequal impact of the fun at 

work dimensions demonstrated by Tews et al., the study highlighted the importance of 

considering the different dimensions when examining potential outcomes (2014, p.939). 

Participation in these endeavours may be more enjoyable when certain conditions are met, 

especially when it is voluntary rather than forced, when the activities are informal and when 

peers maintain a good relationship. This helps the employees to show their authentic self 

and perceive fun activities less as formal work obligations (Tews et al., 2014, p. 941). 

 

Thus, understanding not only how the elements of the fun at work concept are different in 

their impact, but also understanding the individual’s perceptions as causes for different 

outcomes regarding fun at work becomes necessary. The following section introduces an 

individual’s perception of their work in relation to motivation.  

 

2.3.3. Personal Predispositions  
Work Orientation  

McDowell (2004, p. 97) emphasise that employees who are Career or Calling oriented are 

intrinsically motivated by their work itself and thus, experience more fun based on the tasks 

they perform. In contrast, those with a job orientation are more likely to be motivated by 

extrinsic factors and consequently experience workplace fun based on the organisational 

environment or fun climate (2004, p. 97). 

 

Wrzesniewski et al. (1997) use the term “work orientation” (p.21) to describe people’s 

relation to their work and argues that most people see their work as either one of the three 

distinct categories Job, Career or Calling. 

 

People who have a Job are focused on the financial or material rewards from it and hence, 

do not see it as a pleasure but a necessity. It allows for acquiring the resources they need to 

enjoy their off-work time but does not reflect the job-holder’s major interests and ambitions 

(Wrzesniewski et al., 1997 p.22). In contrast, people with Callings focus on the fulfilment 

they receive from doing their work and find it socially valuable and enjoying. Therefore, 

they do not work for any financial rewards and do not separate work from their life 

(Wrzesniewski et al., 1997 p.22). Their work usually involves activities that can be 

enjoyable (Wrzesniewski et al., 1997 p.31).  

 

The last category is the career orientation. People who have Careers are personally more 

invested in their work than Job-holders but less than those with a Calling. Having a Career 

means that financial gain is important, however, the focus is on promotion. An occupational 
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advancement is an achievement that often leads to higher social standing, higher self-esteem 

and more power within the scope of someone’s work (Wrzesniewski et al., 1997 p.22). That 

means, the kind of work they perform matters to them. The Job-Career-Calling distinction 

was also present within a homogenous group of employees, that is, they view their work 

differently regardless of having the same or similar income, occupation and education 

(Wrzesniewski et al., 1997 p.30). 

 

However, there are differences between each category. In fact, people in relatively high-

status occupations view their work more often as a Calling and thus, they think more 

positively about it and are intrinsically motivated (Wrzesniewski et al., 1997 p.30). 

Consequently, people with Callings reported significantly higher satisfaction with their life 

and job. On the contrary, Job-holders are less satisfied with their job and are more motivated 

by extrinsic factors (Wrzesniewski et al., 1997 p.29).  

 

The Career orientation is not fully captured by either motivation; however, it seems to be 

more related to the intrinsic motivation concept described by Herzberg (McDowell, 2004, 

p.96). This shows a strong dependency between job satisfaction, motivation and the work 

orientation of employees (Wrzesniewski et al., 1997 p.31).  

 

Motivation can be defined as “the processes that account for an individual’s intensity, 

direction, and persistence of effort toward attaining a goal” (Robbins & Judge, 2013, 

p.237). In this definition, intensity describes how hard a person tries, however, for a high 

intensity to translate into favourable job performance, the effort has to be directed toward 

the goals of the organisation. Finally, persistence measures the duration of a person's effort, 

that is, motivated employees are more likely to achieve their goals because they keep on 

working with a task. It seems logical to mention that the level of motivation varies both 

between individuals and within one person at different times (Robbins & Judge, 2013, 

p.237). 

 

Herzberg Two-Factor Theory 

Herzberg suggested that it’s the attitude towards work that determines success or failure in 

the relationship between an individual and work. His two-factor theory relates intrinsic 

factors to job satisfaction while extrinsic factors are associated with dissatisfaction (Robbins 

& Judge, 2013, p. 205). In fact, people who feel good about their job, that is, who have a 

high job satisfaction, attribute intrinsic factors such as advancement, recognition, 

responsibility, and achievement to themselves and dissatisfied people relate to extrinsic 

factors, such as supervision, pay, company policies, and working conditions (Robbins & 

Judge, 2013, p. 205). 

 

He argued that removing factors associated with dissatisfaction will not lead to satisfaction; 

people will neither be dissatisfied nor satisfied. As a result, if these conditions (supervision, 

pay, company policies, physical working conditions, relationship with others and job 

security) are adequate in a job, they will placate employees but not motivate. Herzberg 

called them hygiene factors which is why the theory is also called motivation-hygiene 

theory (Robbins & Judge, 2013, p. 205). 

 

Conclusively, managers who seek to motivate their employees should emphasize 

intrinsically rewarding factors that are either related to the work itself or to outcomes 

directly derived from it, including opportunities for promotion and personal growth, 

recognition, responsibility and achievement (Robbins & Judge, 2013, p. 206).  
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Attitudes  

Robbins & Judge (2013, p.72) describe how individual’s attitudes follow behaviour and 

how to change their stance to not contradict what they do. Individuals seek consistency 

between their actions and attitudes, and if there are inconsistencies, they alter their attitudes 

or create a rationalization for differences (Robbins & Judge, 2013, p.72).  

Individuals have certain attitudes that reflect their values, self-interest and how they identify 

themselves as an individual or in groups (Robbins & Judge, 2013, p.73). It is these attitudes 

that shape the behaviour of individuals. However, discrepancies in individuals’ attitudes 

and behaviours occur in situations with social pressure to act in a certain way (Robbins & 

Judge, 2013, p.73). In this way, it helps explain why individuals participate in situations 

that they do not agree with.  

Looking at how diversity and attitudes function in organisational settings where people are 

grouped together, there is a need to communicate to accomplish tasks. However, if the 

cohesion of the group is low the communication and efficiency will suffer (Robbins & 

Judge, 2013, p.58).  

However, the reasons for the development of different attitudes is partly based on their 

culture, according Schein (1992, p.9). He describes how individuals’ culture can relate to 

their diversity and perceptions: 

 

 “A pattern of basic assumptions - invented, discovered or developed by a given group as it 

learns to cope with its problems of external adaptation and internal integration - that has 

worked well enough to be considered valuable and therefore to be taught to new members 

as the correct way to perceive, think and feel in relations to these problems.” 

 

The way individuals perceive and make assumptions on events are therefore dependent on 

the individual's culture and upbringing (Mullins, 2016, p.186). Arnold (2011, p.46), for 

example, describes how individual job satisfaction is determined by different factors that 

are relevant across different cultures, with the relevant importance individuals put on certain 

factors becoming so-called ‘cultural differences’. 

 

Cherniss (1999, p.3) says that diversity can be both a good and bad thing: In some cases, 

diversity can hurt the performance of teams because of their different attributes and views, 

while in others it can help to facilitate it. If homogeneous or diverse teams are more effective 

is dependent on their characteristics and interests (Robbins & Judge, 2013, p.58). Looking 

at the demographic diversity, it appears that it neither harms nor facilitates team 

performances while teams with intellectually conscious individuals with an interest  in team 

work are effective. As a consequence, teamwork is more likely to suffer when individuals 

with highly different characteristics come together. However, in certain cases, diversity can 

be a strength. For instance, if a group consists of individuals possessing different types of 

education and expertise, the group can be more effective than groups that are homogeneous 

by accumulating their knowledge and cooperating (Robbins & Judge, 2013, p.58). 

Regardless of if groups are diverse or homogeneous, there is a need to create a common 

interest within the group for success. 

2.4. Leadership 
Kotter (1990, p.62) emphasizes that good management brings order and efficiency to an 

organisation, while leadership being necessary for change and providing inspiration and 

motivation for the employees. Invariably, managers and leaders are the same in a sense that 

they both carry out tasks while possessing leadership qualities.  
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Combe (2014, p.598) defines “leadership as the ability to influence a group in the 

attainment of goals or objectives”. While management is defined as “the organisation and 

coordination of activities to achieve stated aims and objectives”. Many view management 

and leadership as different things with different responsibilities. Management can be seen 

as an act of dealing with bureaucratic activities while leadership is the act of dealing with 

an organisation's interpersonal relations (Sullivan, et al. 2012). Based on their relation, the 

present study will focus on leadership and considers it as part of management. 

 

Combe (2014, p.157) describes how leaders have different characteristics and styles when 

approaching leadership. The most important characteristic is that leaders have to be 

adaptable so they can appeal to a variety of followers. This adaptability will be evident in 

their adopted style of leadership, with the organisational efficiency often being dependent 

on the style of leadership they possess. There exists a plethora of leadership styles but some 

of the most popular leadership styles include: Autocratic, Laissez-faire, Transactional 

and Transformational 

 

Autocratic leaders are given their power and possess the authority to make their own 

decisions. This style of leadership is best suited where there is a need for close supervision, 

however, is not effective in environments that wish to promote innovation and creativity 

(Combe, 2014, p.158).  

 

The autocratic style of leadership does not concern itself with the social dynamics of 

organisations, however, in certain organisations, this style of leadership is needed to attain 

desired results (Manners & O’Donnel, 2008, p.26). While many believe this to be a historic 

form of leadership that should not be practised. The style of leadership can be advantageous 

under the right circumstances. “Autocratic behavior may have been an effective way for 

supervisors to avoid conflict with their employees. When employees are conditioned to be 

submissive some conflict will be avoided. On the other hand, autocracy creates resentment 

and leads to smouldering resistance and conflict over control.” (Dew, 1995, p. 53) 

Autocratic leadership can, therefore, be useful when organisational environments need a 

strong structure and are not based on creating new ideas.  

 

The Laissez-faire style of leadership offers little in the way of guidance and feedback for 

the workers, they are expected to rely on their own experience and skills to accomplish tasks 

(Combe, 2014, p.158).  

 

The leaders create an environment where people are equal and do not introduce new 

organisational direction or new strategy in an effort to not interfere with the working 

environment (Manners & O’Donnel, 2008, p.27). The employees are expected to complete 

and manage themselves (Combe, 2014, p.158). The Laissez-faire style of leadership is best 

suited to organisations with workers that possess a strong sense of direction and that can 

manage themselves (Manners & O’Donnel, 2008, p.27).  

 

Manners & O’Donnel (2008, p.27) describe how the Laissez-faire style of leadership affects 

the organisation with how “The productivity, satisfaction, and cohesiveness of organisations 

that are led by laissez-faire leaders tend to be hindered by the laissez-faire inability to 

provide sound direction.” Thus, organisations with leaders possessing this style of 

leadership tend to suffer when decisions have to be made.  

 

Transactional leaders are entrusted with certain tasks and can reward or punish workers 

depending on their performance (Combe, 2014, p.159). The leadership style is not based on 
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mutual gain but instead focused on how the leader’s personality and abilities can influence 

change through a vision and goal (Kirimi & Minja, 2012, n.p.). The leadership style sees 

managers as controlling most activities by assigning tasks and telling workers how they 

should be done and at what point they should be finished. The leadership style motivates 

the workers with the promise of rewards while failing to accomplish the tasks will lead to 

punishment. The power of the transactional style of leadership lies in the ability to reward 

subordinates who accomplish goals (Kirimi & Minja, 2012, n.p).  

 

The Transformational leadership style tries to motivate the workers to be as effective and 

efficient as possible. Leaders with this style possess high communication skills and try to 

form relationships to attain a common goal (Combe, 2014, p.159). 

 

Feinberg et al. (2005, p.471) suggested that transformational leadership inspires followers 

to go beyond their self-interest for a common purpose, idea, and mission. Transformational 

leaders tend to foster trust and admiration among followers towards the leader and in turn, 

encourage followers to go beyond what is expected of them (Schein, 2009, p.115; Drucker, 

1990, p.147). Transformational leadership focuses on building relationships, nurturing trust, 

admiration and loyalty among followers and leaders, resulting in a collaborative effort to 

achieve success (Bass, 2008, p.619). The main goal of the transformation leader is to 

motivate others towards their vision and move them towards it. 

 

According to Scott & Caress, (2005, p.4) strategies for transformational leadership could 

provide the framework necessary to help individuals achieve personal and professional 

goals within the organisation. Most transformative leaders have clear visions of what they 

want for themselves and their followers. Some leaders, however, are prepared to take risks 

and accept failure as a step towards success. they use a framework of shared values to build 

lasting relationships and create an environment for change. These shared values include 

imagination, creativity, interdependence and a consistent development of skills (Bass, 2008, 

p.618).  

 

Transformation leadership expands the main idea that effective leadership promotes a 

working environment by improving job satisfaction, performance and motivation (Eddy & 

Vanderlinden, 2006). For transformational leadership, insight and empathy are critical. 

Thoughtful leaders consider the needs of all workers for development. An effective 

transformational leader should also be aware of what motivates and interests every worker 

has (Barnes, 2007).  

 

2.4.1 Characteristics of a Good Leader 
Good leadership behaviour in organisations implies being more self-aware in addition to 

supporting workers with their personal behaviour (Greenhaus et al., 2009, p.238). 

Greenhaus, et al., (2009, p.64) made three presumptions about the leader’s understanding 

of their own behaviours. The first one being that the self-awareness of leaders is beneficial 

to their effectiveness and performance. The second assumption is that the objectivity of 

leaders as a manager could improve their performance. The third assumption says that 

feedback from others motivates leaders to improve their performance by encouraging them 

to commit themselves to help others (Sullivan, 2012, p.62). 

 

Kirkhaug (2010, p.232) identified that the perception of employees of their leaders are 

influenced especially by leaders considered as influencing and charismatic as they are able 

to impact their willingness to engage in ethical and altruistic ideas of the organisations. 

Charisma inspires employees to put in the effort by appealing to their aspiration by setting 

goals, standards and values for them. According to Kirkhaug (2010, p.236), charisma refers 
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to personal characteristics a leader has that can influence the relationships a leader has with 

workers. 

  

Wong & Cummings (2009, p.7), identified authentic leadership as another part of good 

leadership. Authentic leaders focus on providing positive role modelling through 

individuals processing characteristics such as integrity and high moral values for building 

relationships between leaders and followers. Wong & Cummings, (2009, p.8) concluded 

that authentic leadership behaviour influences the trust and work outcomes of employees, 

revealing that leadership supporting behaviour and trust in management is essential. 

Authentic leadership is the employees' willingness to discuss issues and offer ideas for 

improving the work environment (Wong & Cumming, 2009, p.8). 

 

The goal of leadership is to encourage people to perform as required by the leader. 

Employee satisfaction is of great importance for leaders since the organisation trying to 

improve the individual satisfaction helps to retain an employee. This can be difficult at times 

when managers face the challenge of learning how to effectively accommodate their 

employee’s diversity (Schwartz et al., 2007, p.112). 

2.4.2 Workers Perception of Leaders 
“I’m right, and you’re wrong” is, in some sense, a necessary foundation assumption for 

leadership because leaders must believe in what they are doing or they will not have the 

stamina, the energy, the persistence to carry through. That assumption, though, carried too 

far, undermines the emotional trust of the potential followers and it creates conflict 

(Clawson, 2009, p.475). 

 

Clawson (2009, p. 476) defines seven stages of motivation employees can have to follow 

their leader. The first is Passion, where the workers see the leader’s vision as their mission 

to accomplish. The second is Engagement, where the employee gladly accomplishes tasks 

that are set by the leader. The third is Agreement, with the workers accomplishing tasks that 

are assigned but without any feeling over accomplishing them. The fourth is Compliance, 

where workers fulfil their assigned tasks but are always seeking for loopholes. The fifth is 

Apathy, where the employee does not care about the direction the leader is trying to pursue. 

The sixth is Passive Resistance, where the employees pretend to do their tasks but are 

initially doing them slowly and making mistakes on purpose. The final one is Active 

Resistance, where the workers disobey any order a leader makes.  

 

In the case, that a worker goes to a lower stage of motivation, the leader cannot solve this 

problem by motivating other workers, instead, there is a need to change the ways the leader 

tries to influence the worker’s motivation to follow him.  

 

2.4.4 Leading Diversity 
The importance of being able to manage and lead diversity is important in modern working 

environments. With organisational success often depending on how individuals integrate 

and collaboratively work to achieve shared goals in a harmonious environment (Combe, 

2014, p.275). The challenges that managers face is how to accommodate the different needs 

and expectations that a diverse workforce brings while trying to maintain these factors.  

 

One key to effective management is to make use of the diversity for fresh ideas and make 

use of the creativity that a diverse environment can bring (Cox & Blake, 1991, p. 52). Where 

making use of the diversity managers can create a competitive advantage by promoting 

innovation within the organisation 
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2.5. Job Satisfaction  
Mbaskool (2019) refers to job satisfaction as the extent an employee feels self-motivated, 

satisfied and content with the workplace. Job satisfaction occurs when an employee feels 

stability at work, there are career growth opportunities and a comfortable balance of work 

and life. This means that the employee is satisfied at work as the work meets the individual's 

expectations. 

 

Chiu & Chen (2005, p.523) focused on the mediational role of job satisfaction, the 

relationship between organisational citizenship behaviour (OCB) and job characteristics.” 

The study reveals that intrinsic job satisfaction is acquired by workers from the job itself in 

areas such as self-government, diversity, stability, service to others, applicability, 

accountability, creativeness, achievement, and societal standing” (Sullivan et al. 2012. 

p.72). While extrinsic satisfaction is the degree of satisfaction of the employee with the 

conditions of employment, management policies and praises not related to the job itself 

(Chiu & Chen, 2005, p.524). 

  

”Jobs with motivating job characteristics inspire a sense of accomplishment, job 

satisfaction, and personal job-related growth opportunities among employees, which would 

result in satisfaction of employees’ higher order needs such as self-esteem and self-

actualization” (Sullivan et al. 2012. P. 73). Extrinsic satisfaction can be understood as the 

employee’s satisfaction with external factors such as the reward system of their jobs (Chiu 

& Chen, 2005, p.524). 

  

While there exists a great number of studies on job satisfaction, most of them have ignored 

this relationship to fun at work. To address this issue, McDowell (2004) adapted the 

previous definitions to “the perceptions of employees of the practices and behaviours that 

get rewarded and supported with regard to fun in the workplace” (McDowell, 2004, p. 5).  

 

Not a lot of knowledge exists about the active role that managers have on a fun working 

environment. However, leaders always seek to influence job satisfaction by identifying 

factors that are considered motivators while changing styles of leadership in an effort to 

influence the satisfaction with intrinsic- and extrinsic motivators (Siriwardena, 2006, 

p.125). 

 

2.6 Theoretical Synthesis  
The literature review has established the lack of published knowledge of what events cause 

negative effects with organisations. While there is a large number of studies and 

publications about the potential benefits of a fun working environment, the majority of 

established knowledge is also based within the US working environment, this study will be 

conducted on employees within Swedish companies. With the research area of how these 

events and activities can create a not fun working environment is relatively new. For this 

reason, the researchers had to look into what it is that creates a good and fun working 

environment and what effects this causes on the organisation and individuals. The 

researchers took inspiration from the AET Model (Section 2.2) to establish a good basis of 

positive literature on how workplace events create an emotional reaction that influences the 

attitudes and behaviours in the workplace. With the help of the themes of the AET model, 

a structure was created for the research study. With the help of the literature, the study aims 

to provide answers to the effects organisational events have on Swedish employees and how 

leaders can assist in facilitating a fun working environment within organisations. Therefore, 

according to the literature, there are managerial implications for creating a fun working 

environment. In order, for managers to facilitate a fun working environment by taking more 
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of an active role and changing aspects that employees perceive as not good. By adding all 

of these concepts and theories together, into the theoretical synthesis, it provides managers 

with a tool that assists them in leading the change for a more fun working environment. 

 

 

 
Figure 2: Perceptions of Fun Working Environment (PFWE) Own model, (2019)  
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3. Scientific Methodology 
The Methodological chapter will describe and demonstrate the choices that were made for 

the research of this study. Firstly, we describe our Literature Search and reflect on our 

Research philosophy. Secondly, the research orientations will be described 

comprehensively, detailing the research approach, purpose and strategy. Finally, these 

three aspects contribute to the development of the research design. 

 

3.1. Literature Search 
Reviewing the literature is one of the most important parts for this thesis and it helps to 

generate and define the research question and provide the theoretical framework for our 

research. However, it is also essential to make reasonable judgements about the value and 

relevance of each read item (Bryman & Bell, 2015, p. 100; Saunders et al., 2016, p.70). 

Searching for and assessing relevant literature in this research continued throughout the 

whole research study (Saunders et al., 2016, p.71) as the knowledge and thoughts developed 

by reviewing new material and by further defining the focus of the study. 

 

when conducting the literature search, we mainly obtained relevant literature referenced in 

books and journal articles we have either already read or which title seems relevant for our 

research question. For example: Journal of Management, International Journal of Project 

Management or Journal of Applied Psychology. When selecting journal articles, we made 

sure that they were peer-reviewed as it is generally a sign of a high quality since peers have 

assessed it and suggested improvement before their publication (Saunders et al., 2016, p. 

105). Examples of book are: Organizational behavior by Robbins and Judge and 

Introduction to Management by Combe which both include important management theories.  

 

Furthermore, we scanned secondary literature in the Umea University online library, and 

we conducted general online searching, mainly using Google Scholar as a search engine. 

The latter one was the most important method for the literature search because it helps to 

locate high quality and up-to-date items (Saunders et al., 2016, p.98). In particular, Google 

Scholar enabled us to find complete scholarly documents quickly and usually free to access 

(Saunders et al., 2016, p.100).  

 

In the beginning, our literature search was relatively broad, looking for articles about 

"Recreation at work", "Leisure activities" or "Teamwork activities" and "Fun at work". 

After reviewing several articles, we found out that the first two are not focused on the work 

environment and that teamwork is part of "fun at work activities". For this reason, we 

focused our research on the search item "fun at work." Further, after reviewing the specific 

literature, we recognized that the knowledge about the negative side of fun at work is scarce, 

therefore, we continued to focus on this. By using these keywords - in independent form 

and in combination - enabled us to find associated literature associated with our research 

question and objectives (Saunders et al., 2016, p.104). We considered an article relevant 

when it contained the defined key words and continued by skimming the abstract before 

reading the conclusions and discussion chapters. 

 

Another very important part of our literature search was reading the reference list of relevant 

articles which initiated a 'snowball effect' as the next article' reference list provided us with 

additional articles potentially closely related to our research question. 

 

Lastly, we tried to use the original literature as often as possible to avoid using potentially 

wrongly interpreted information referenced by other authors. However, it was not always 
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possible as the complete original source was either not found or not accessible free of 

charge. 
 

3.2. Research Philosophy 
Research philosophy is a term that refers to the assumptions and beliefs about the 

development of knowledge which are important to consider because, even though 

researchers try to minimize it, they are likely to make assumptions throughout every stage 

of the research (Saunders et al., 2016, p. 124). Therefore, the abstract meanings used in the 

research philosophies help to inform the reader about the development of the research 

process (Creswell, 2012, p.16). The assumptions will inevitably shape all aspects of our 

research as well-thought-out and clear assumptions will not only create a credible 

philosophy for the research but also increase the credibility of the methodological choices, 

research strategy, collection of data and the analysis procedure (Saunders et al., 2016, p. 

125). Saunders et al. (2016, p.127) describe that it is important for researchers to understand 

the different approaches and how they can make different assumptions. It is therefore 

important to define what philosophical stances the researchers have to provide an in-depth 

perspective for the phenomena under study in an effort to define the purpose clearly within 

the context (Carson et al., 2001, p.1). We will reflect on our own philosophical stances in 

relation to our research which are: Ontology, Epistemology and Axiology. 

 

3.2.1. Ontology 
Ontology refers to the assumptions that concern the nature of the social reality. This way it 

tries to understand how related elements happen, endure or are grouped together for their 

similarities or differences (Long et al., 2000 p.190). Ontology in the management and 

business world is the assumptions we researchers make about the subject that is being 

studied and therefore, it determines the focus of the research and the choices that are made 

for the research project (Saunders et al., 2016, p. 127). 

 
There exist two stances of ontology which are opposing to each other in order to identify 

whether social entities can be considered objective, that is are external to the reality of social 

actors, or subjective, meaning that they are socially constructed by social actors and based 

on their perceptions and views (Bryman & Bell, 2015, p. 32). The first one describes 

objectivism which implies that social reality cannot be influenced by social factors, and 

consequently, social entities are independent and remain unchanged despite what social 

actors think of them. As a result, objectivists claim that all people share the same view on 

social reality (Saunders et al., 2016, p. 128). The second on describes subjectivism or 

constructionism (Bryman and Bell, 2015, p. 32). In contrast, subjectivists assume that social 

reality is highly influenced by social factors. In fact, it is a product of the social actors’ 

perceptions and actions. Individual forms their own beliefs, attitudes, and intentions 

determining their own behaviour (Anderson, 1986, p.160).  As a result, there is not only a 

single, but multiple realities as everyone perceives and experiences reality in a different way 

(Saunders et al., 2016, p. 130). 

 

For the present study we adopt subjectivism as our ontological assumption since the focus 

of this thesis is to develop an understanding of the fun working environment and how it is 

perceived differently by individuals within a company which, as a result, constitute the 

social reality. In the early stage of the literature review, it became clear that there is no 

universal understanding of what constitutes a fun working environment as there is a high 

variability on the work events to be considered as fun events. Dempsey et al. (2011, p.290) 

describe the reason for the lack of definition can be because it is difficult to frame complex 

subjective constructs that are composed of multiple overlapping social science concepts. 

Because of the many varied definitions from different sources we have gained an 
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understanding of the overall concepts of the fun working environment. By analysing the 

different definitions and combining the theme to a broad and valid definition that is 

meaningful, and that will be valuable for shaping and understanding the subject. The 

literature review that was conducted into the “fun working environment” has similar but 

slightly distinct definitions to fit the focus of their studies. These different definitions of 

interpretation are done while maintaining the values and principles of the operationalisation 

and generate agile constructs (Conforto et al., 2016, p.661). These agile constructs are about 

the mindset to be open to different processes and practices (Measey (2015, p.11). Therefore, 

we believe it is most appropriate to consider the whole topic of a fun work environment as 

subjective with different perceptions of employees. Moreover, taking subjectivism 

assumptions will help to investigate the phenomenon in terms of socio-cultural contexts in 

order to gain a deeper understanding on how realities are being experienced, which is the 

purpose of this study (Saunders et al., 2016, p. 130). 

 

3.2.2. Epistemology 
Epistemology concerns the assumptions about knowledge and what counts as acceptable 

and valid knowledge. Within epistemology, many different sources can be considered valid 

data including data collected from studies made in quantitative and qualitative manners but 

also from autobiographical accounts or even fictional literature (Saunders et al., 2016, 

p.127). The main, opposing stances of epistemology are positivism and interpretivism 

(Bryman and Bell, 2015, p. 27-32). Both stances focus on different aspects and approach a 

problem in different ways while valuing the characteristics differently. 

 

The positivist stance emphasis that the observability and measurability of a phenomenon 

determines what is valid knowledge (Collis and Hussey, 2014, p. 47). In other words, 

positivists apply the natural science to the social world. This leads to the research results 

being law-like generalizations and objective based on them developing and testing 

hypotheses and allowing for the research to be replicated since it follows certain rules 

(Bryman and Bell, 2015, p. 27; Saunders et al., 2016, p. 113).  

 

On the opposite, the interpretivists study specific phenomenon at the time and place they 

are occurring and seek to determine the meanings, motives and reasons behind the 

phenomena (Hudson & Ozanne, 1988, p.511). Since people as social actors try to make 

sense of the world around them, they play an important role in affecting the social reality. 

Similar to subjectivism, interpretivism assumes that there are multiple realities as it is a 

social construct (Saunders et al., 2009, p. 116; Bryman and Bell, 2015, p. 30). Interpretivist 

studies are difficult to replicate because investigating humans together in a specific context 

allows to add more details to the interpretivist process and thus, it becomes more complex 

leading the research being a “thicker” description. These complex processes make it harder 

to generalise knowledge (Hudson & Ozanne, 1988, p.511). Geertz (1973, n.p) stated 

"conceptualization is directed toward the task of generating interpretations of matters 

already in hand, not toward projecting outcomes of experimental manipulations or 

deducing future states of a determined system". 

  

For this study, we chose interpretivism as our epistemological assumption because it is well 

aligned with the previously mentioned ontological assumption of subjectivism regarding 

the assumption that the social reality is socially constructed by people’s perceptions and 

actions about the social world around them. The focus of this study is to investigate and 

gain insight into how employees understand and perceive their work environment and the 

events that take place within their company.  The present research aims to Managed fun, 

however, cannot substitute for voluntary and spontaneous fun and the attempt is likely to 

have counterproductive effects (p.280). 
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look into subjective meanings of individuals and it therefore, does not intent to develop 

statistically testable hypothesis and conclude with law-like generalizations, which makes 

positivism unsuitable. 

 

3.2.3. Axiology 
Axiology refers to the ethics and values within the research process, that is, how the 

researcher’s own values and those of the research participants shape the research process 

and influence the results and credibility (Saunders et al., 2016, p.128). Carson et al. (2001, 

p.6) agrees by saying that the approach to research is value-bounded and that researchers 

should be aware of their values creating meaning, especially during the analysis process. As 

researchers, our previous experiences, our knowledge, and understanding of topics can 

influence many aspects of the work, such as choices made to the research focus, research 

question, methodology, research design, collection of data, analysis and conclusion 

(Bryman & Bell, 2015, p.40). To help the reader evaluate this influence, self-reflection was 

conducted by the authors through all process of the study (Bryman & Bell, 2015, p.40). The 

analysis described below is the outcome of this process. 

 

We, as researchers have a similar academic background with both having a bachelor’s 

degree in Business Administration. We have also been exposed to complex multicultural 

environments in our life, by living and working in different countries. We possess an interest 

in Management since in our professional life, we have become aware of the important role 

of managers in creating a good work environment. For these reasons, we have chosen to 

study Management to try to understand the complex organisational and social dynamics that 

take place within the organisational context and how these complex characteristics influence 

the performance of the organisation. Furthermore, we are interested in the management of 

people and we believe that the most important factor for this is to create a working 

environment that the workers enjoy. These interests and the possible future prospects have 

been key drivers in the choice of the research subject. Based on the differences and 

similarities in the cultures we were raised in, it is our belief that this provides a valuable 

perspective for the research topic that enriches the whole process of research.    

 

Preconceptions about subjects always lead to assumptions being made and consequently, 

influence the research. Our preconceptions to this research are based on our own previous 

experiences within the subject of a fun working environment. While our subjectivism 

assumptions entail a value-bound and reflexive axiology, it is believed that these 

preconceptions should not harm the quality of the research (Saunders, et al., 2016, p.151).  

 

The two main preconceptions that we identified related to this study, were our past 

experiences on what constitutes a fun working environment and what does not and in what 

way different characteristics and events can create a negative working environment. The 

decision of the thesis topic was based on an interest in gaining a deeper understanding of 

this. Taking it into consideration is important to avoid making biased choices throughout 

the research process. In order to mitigate these issues, we tried to be conscious of any 

potential influences of our preconceptions when interpreting the subjective concepts that 

are studied in this thesis while being as transparent as possible with the research within the 

methodology.  

 

3.2.4. Research Approach 
Within research Saunders et al. (2016, p.145) describes how there are two main approaches, 

the deductive and inductive. The deductive and inductive approaches are the two main 

strategies for linking research to theory (Bryman, 2016, p.23). Researchers that conduct 
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deductive research formulates a logically built hypothesis from existing knowledge or 

academic literature and makes conclusions by empirically testing the hypothesis for 

validation (Ghauri & Gronhaug, 2010, p.15). The characteristics of the deductive approach 

are that it generalises and has a structured methodology, making the results of the research 

replicable.  

 

The other approach is the inductive, and it was developed to answers the researcher’s 

questions about social science and in the way, people interpret their environment (Saunders 

et al. 2016, p.147). Researchers were critical of this approach because of its cause and effect 

link that is made between variables without fully understanding the way people interpreted 

their social world. The development of such understanding is the strength of the inductive 

research approach (Saunders et al. 2016, p.147). In research, induction comes from the 

definition of a problem (in real life or from academic literature), that is empirically 

examined, and by synthesizing the gathered information to create new research 

contributions (in the form of theory) (Ghauri & Gronhaug, 2010, p.14). One big benefit of 

the inductive approach is that it creates connections between the two mean areas (interpole) 

creating observed conclusions as a result that are not generalisable (Bryman, 2016, p.23).  

 

There exists a third type of research approach, known as the abductive approach. The reason 

behind the abductive approach is to overcome the limitations of the deductive and inductive 

approaches by applying a combination of both (Bryman & Bell, 2015, p. 27). The abductive 

research approach is synonymous with the term “discovery” which is one reason why it is 

used when conducting grounded theory research (Reichertz, 2009). The aim of the research 

process of the abductive approach is to discover from unintelligible data create or discover 

a new rule within the data making it clear what has been discovered (Reichertz, 2009).  

 

Because of the nature of the research topic with the availability of academic knowledge and 

the intent of the researchers, the approach best suited for the research was determined in by 

following characteristics and processes. The research has seen different forms of iterations 

that have changed by reviewing available literature and the re-focusing of the specific 

aspects that were needed to be made within the field of analysis. From the focus on being 

how organisational sponsored events can have negative effects to incorporating a Swedish 

context and encompassing all forms of events, combined with the lack of qualitative studies 

and research into the field having to look at the positive established research knowledge as 

a base for how they can be interpreted negatively. The chosen subject is not well research 

and there are large gaps in the knowledge, meaning that it is a good prospect for new 

research. The few pieces of published knowledge can be found in section (2.1) with the 

following sections of academic literature acting as the basis for missing piece of established 

knowledge. For these reasons the creation of new theory from empirical observations in the 

field was a necessary approach, this approach is relatable to inductive research which is why 

this form of research method has been chosen. 

 

3.3. Research Design 
This chapter describes the particular mix of the elements of the research design that were 

chosen to achieve coherence and to answer the research questions. In particular, it 

describes the methodological choice, research purpose and research strategy. 

 

The first methodological choice to make is deciding between a quantitative, qualitative or 

mixed methods research design. The main distinction made to select between quantitative 

and qualitative research is between numeric data and non-numeric data. For example, 

qualitative research is often used for any data collection method and corresponding analysis 

procedure which generates non-numerical data, such as, words or images (Saunders et al., 
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2016, p.165). However, this distinction is insufficient because they need to be viewed in 

relation to other elements of the research design, especially to the philosophical assumption, 

research approach and strategy. 

 

Quantitative research studies the relationships between variables with a focus on using 

objective data to test a theory. Therefore, it is mainly associated with positivism and a 

deductive approach (Saunders et al., 2016, p.166), none of which is adopted in the present 

study. Consequently, rejecting the quantitative research design also excludes using a mixed-

method design.  

 

In contrast, qualitative research is characterized by examining participants' meanings and 

the relationships between them too, after collecting and analysing generated data, to develop 

theory and thus, make a theoretical contribution. Therefore, a qualitative research design is 

mostly used and associated with an interpretive philosophy. This goes well along with the 

interpretivism philosophy of the present study which deals with the socially constructed 

meanings and reality of research participants (Saunders et al., 2016, p.168) 

 

Besides, qualitative research fits best with the inductive approach to theory development, to 

enhance the theoretical perspective of the existing literature which was adopted in this work 

(Saunders et al., 2016, p.168). Therefore, rejecting the quantitative research and following 

qualitative research was believed to be the best option for the present study. 

 

Lastly, a qualitative research design may use either a single data collection technique, 

known as ‘mono-method’, or more than one ‘multi-method’ (Saunders et al., 2016, p.168). 

We adopt a mono-method qualitative study; however, we will return to consider the 

associated data collection method in Section 4 and continue with the research purpose in 

the following section. 

  

3.3.1. Research Purpose 
Every research is designed to fulfil a specific purpose which can be either exploratory, 

descriptive, explanatory, evaluative or a combination of these (Saunders et al., 2016, p.177). 

Looking at the way the research question was asked helps to choose the most appropriate 

purpose. 

  

As described earlier, the research question emerged from a lack of existing literature and 

asks about the ‘What’ and ‘How’ to gain insights about the topic of interest. Thus, it 

inevitably has an exploratory nature and demands a corresponding exploratory study which 

helps to fulfil this purpose. An exploratory study is most useful for this study for two 

reasons.  

 

Firstly, it helps to clarify the understanding of what the negative aspects of a fun working 

environment are and how they are perceived differently. This exploratory part of the study 

has been conducted by both searching the existing literature and identifying potential gaps 

as well as conducting individual interviews to examine the prior mentioned individual 

perceptions. 

  

Secondly, it offers the necessary flexibility that was needed to shift the focus and make 

changes to the direction of the research based on new data that appeared. This advantage 

was essential given that the literature review continued throughout the whole research 

project to get as much information as possible since the literature on the fun working 

environment, especially negative studies, is scarce. 
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Other researches, for example with an explanatory and evaluative purpose, were rejected 

because of their intention to establish causal relationships between variables or to find out 

how well something works (Saunders et al., 2016, p.176). This is not applicable to the 

present study. 

 

3.3.2. Research Strategy 
A research strategy describes how the researchers intend to answer the particular research 

question and it links the philosophy to subsequent data collection and analysis methods. 

According to Saunders et al. (2016, p.177 most important when choosing one research 

strategy is its contribution to reasonable coherent research design. Different research 

strategies can be principally linked with different elements of the research design. For 

example, the following qualitative research is one considerable aspect more suitable than 

others. The ones that are usually associated with the inductive/ qualitative researches 

include ethnography, Grounded Theory, narrative inquiry, and case study. Nevertheless, 

selecting between these diverse qualitative research strategies can be difficult. Therefore, 

the following section will distinguish them, allowing us to make an informed choice that 

fits our research design best (Saunders et al., 2016, p.178). 

 

Ethnography in business research is a strategy that studies the culture or social world of 

interacting people within a workgroup, in an organisation or within a society by observing 

them taking their perspective (Saunders et al., 2016, p.187). Thus, the researcher needs to 

undertake intensive fieldwork to become part of the context under study as much as 

possible, making it a demanding strategy. Spending time in the participants’ environment is 

usually highly time-consuming and it requires to collect a large amount of data by making 

detailed notes of everything that has been observed (Saunders et al., 2016, p.188). In 

addition, the researcher may face difficulties negotiating inside access to working groups 

and usually needs a high degree of flexibility and adaptability as a result of a changing 

research environment (Fetterman, 2010, p.2). 

 

Grounded Theory is claimed to be a very suitable strategy for an inductive research 

approach since its emphasis in on theory building (Saunders et al., 2013, p. 189) 

Corbin & Strauss (2015, p.7) describe the process as follows: new theory is developed from 

a series of observation without previously forming a theoretical framework. The 

observations generate hypothesis which are then tested with further observations either 

rejecting or confirming them. Disadvantages associated with the Grounded Theory are not 

only that it requires a high degree of attention to avoid mistakes as the procedure is rather 

complex and “messy” (Saunders et al., 2009, p.149) but the researcher should possess a high 

degree of creativity to interpret the observations (Corbin & Strauss, 2015, p.12). Since the 

research was not based on observations, the Grounded Theory as research strategy was 

rejected. Further, it requires to make observations without any preconceptions which is not 

the case in this thesis (Saunders et al., 2009, p.149). 

 

A narrative is in general a story based on a person's interpretation of a single or sequence of 

events (Saunders et al., 2013, p. 197). In a narrative inquiry as a research strategy, 

however, the research participants become the narrators while the researcher adopts the role 

as a listener who believes that their experiences should be viewed and analysed as complete 

stories rather than fragmented bits of data  (Saunders et al., 2013, p.198). 

While this approach may be suitable for an interpretive and qualitative study like the present 

one as it provides socially constructed explanations and deeper insights into individual 

interpretation of organisational realities, it certainly has its disadvantages. The first one is 

its time-consuming nature due to the large amounts of data it generates from interviews and 

observation notes. Secondly, this data usually takes an unstructured form which makes 
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achieving an analytical coherence more difficult for the researcher (Saunders et al., 2013, 

p.199). 
 
A case study refers to the study of a social phenomenon within its real-life setting and 

understanding the interactions between the case subject and its context is fundamental in 

this research strategy (Saunders et al., 2013, p.184). This strategy generates in-depth 

insights that allows to understand the reasons and effects of the situation and to develop a 

theory (Saunders et al., 2013, p.185). Case studies are especially suitable for exploratory 

studies (Yin, 2009, p.4) and effective for answering “How” and “What” questions. Given 

these features, the case study is believed to be the best strategy for this study as it is coherent 

with the other elements of the research design and allows the researchers to understand how 

the case (the interviewees) interact within the context under study. There are different forms 

of case studies, however, this thesis uses a multiple case study There are four different types 

of case studies, differentiated between two dimensions (Yin, 2009, p.47), as described in 

Section 4.1.  
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4. Empirical Methodology 
In this section, the type of data collection method that was chosen for gathering the 

information for this research study. It will explain in detail the operational aspects of the 

data collection process, such as, the planning of interviews, what considerations were taken 

and how the interviews were performed. Finally, we present the ethical and quality aspects 

of this work as it is closely related to the data collection and analysis process. 

 

4.1 Case Study Description 
There are four different non-probability sampling techniques. For the sample to provide the 

research with an information-rich case study to explore the research question, a non-random 

sampling method is the most suitable choice for the present study (Saunders et al., 2013, p. 

297). 

 

 At the one end there is quota sampling, which tries to represent the total population. At the 

other end is haphazard sampling which is used for obtaining a sample as quickly as possible 

with no control over the included sample cases (Saunders et al., 2013, p. 298). Thus, none 

of these extremes are used in this study. Instead, a purposive sampling technique was chosen 

which means that the sample was selected based on the judgements of the researchers about 

the cases that will provide the necessary information. In addition, this method is suitable for 

case studies with small sample sizes, as in this research (Saunders et al., 2013, p 301). The 

sample size of seven interviewees lies within the by Saunders et al. (2013, p. 297) suggested 

minimum sample size for semi-structured interviews for collecting qualitative data. In fact, 

a homogeneous sampling includes sample members who are largely similar on particular 

selection criteria. For this research, the most important criteria were for the sample to be 

employed in Sweden and in a non-managerial position as well as having fun working 

environment events implemented to some extent in their company. Similar characteristics 

of the sample allows to explore them in-depth and identify differences between them. 

 
The multi-case study presented in this research consists of seven individual cases of 

participants who, despite their similarity on the selection criteria, are from different areas 

of work, of different ages and career stages. None of them are in a leadership position and 

from different industries, with two being from academia, two from industry, one from 

healthcare, one from IT and one from administration. Two participants are in a late career 

stage, one in the middle career stage, and four in the early stage of their careers. Five 

interviews are born in Sweden while two interviewees are expatriates. Despite their 

homogeneity on certain criteria, the sample provides a cross-section of the Swedish working 

environment with variability of gender, career stages, responsibilities and fields of 

employment. These diverse positions and industries intents to enable the researchers to 

make normative assumptions of the working environment. 

 

Due to the sensitivity of the subjects all the participants were given pseudonyms and any 

specific information about their place of employment has intentionally been removed in 

order to protect their anonymity. We questioned the participants on how a fun working 

environment is perceived and what activities it includes and is experienced and to what 

purpose and interests it serve. We asked the interviewees to what form they do or do not 

participate, their negative and positive experiences and why they believe organisations do 

or do not invest time and effort into creating a fun working environment.  
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4.2 Data Collection  
The choice of the data collection method should be made to ensure that it is aligned with 

the study’s adopted methods and methodologies. As mentioned before, our exploratory 

research takes an interpretivism philosophy, using an inductive approach with a qualitative 

strategy. Therefore, we chose interviews as a research technique for the collection of 

qualitative data. (Saunders et al., 2016, p.168) 

 

There are different approaches to interviewing – objective and subjective – which indicate 

a contrasting philosophy and purpose. Similar to the two main philosophies (interpretivism 

and positivism), the two research interview approaches create opposing views on the nature 

of reality (Saunders et al., 2016, p.319). The objective approach sees the reality existing 

independently from the interviewees who are only witnesses to it and not social actors who 

create and interpret their own reality. The interview collects data from responses without 

the intention to gain a deeper understanding of their views and culture (Saunders et al., 2016, 

p.310). On the contrary, the subjective approach sees the interview data as being socially 

constructed and co-produced by both the interviewee’s views about their social world and 

its interpretation and by the interviewers themselves. This is because the interviewers have 

a central role in this process as they ask questions and respond based on the participant’s 

subjective views and then, analyses the obtained data through own interpretations and 

constructed meanings (Saunders, et al., 2016, p.363). 

 

Having the above in mind, we reject the objective approach as it reflects the positivism and 

choose the subjective approach to interviews because its subjective view on the nature of 

reality reflects the adopted interpretivism philosophy. Further, it is consistent with the 

specific purpose, which seeks to obtain information from the subjective perspectives of 

employees. 

 

We continue with the three different types of interviews. These types differ from each other 

in their degree of formality, structure and standardization. However, most commonly, 

formality and structure are used to categorize interviews as either: structured, semi-

structured or unstructured/ in-depth interviews (Saunders et al., 2016, p.390). 

 

Structured interviews are highly formalized and structured using a questionnaire with a 

predetermined and standardized set of questions for each research participant who selects 

between pre-coded answers. Social interaction at the beginning of the interview is needed 

to provide the respondents with a preliminary explanation. For the interviewer to avoid any 

indication of bias (Bryman & Bell, 2015, p.211), he or she needs to ask the questions in the 

same tone of voice and use the exact same wording when reading the questions out loud. 

This interview type is also called ‘quantitative research interviews’ because they mainly 

help in collection quantifiable data (Saunders et al., 2016, p.391). The main arguments 

against using a structured interview for the present study are the minimal social interaction 

and the predetermined closed questions which together do not allow for the interviewer to 

ask follow-up questions during the interview. Hence, it limits the findings and does not 

support the exploratory character of this research. 

 

By comparison, unstructured interviews are informal and more like unstructured 

conversations which aim to explore the aspects of interest in depth. To achieve this, no 

predetermined set of questions are used to allow for a non-restrictive interaction between 

the interviewer and the respondents (Saunders et al., 2016, p.391), that is, they can talk 

freely (Bryman & Bell, 2015, p.481) and their answers guide the topics discussed 

completely. Nevertheless, it is still important to be clear about the aspects of the research to 

get the information needed. Although this type of interview allows the interviewer to 
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explore and get in-depth insights into the interviewee’s perceptions, it does not suit the 

purpose of the present research. Since the interviewees would guide the topics of the 

interview, we may not obtain the necessary information relating to the elements as shown 

in our PFWE model. 

 

Lastly, semi-structured interviews are seen as unstructured and a perfect fit for qualitative 

research (Saunders, et al., 2016, p. 391). When conducting semi-structured interviews, 

researchers present participants with themes and key questions that will be covered. This 

can lead to that for some interviews certain questions may be left out if a specific context 

that is related to the research topic is already covered (Saunders, et al., 2016, p. 391). The 

order in which questions are asked can vary depending on how the interviews flow of 

conversation. However, additional questions can be needed to further explore interviewees 

answers and to find answers to the topic that is researched. Due to the nature of this form of 

interview, there is a need to capture the discussion to ensure the collection of the data, the 

conversations are most commonly audio recorded but also note taking is good to ensure 

what has been covered and to not interrupt interviewees (Saunders, et al., 2016, p. 391).  

  

Considering the three interview styles mentioned above, the researchers decided to adopt a 

semi-structured interview style since it seems best suited for the type of interviews for this 

study. Robson (2002, p. 59) describes how semi-structured interviews are adopted in 

exploratory studies because they can assist the researcher to find the causes and help to 

discover new insights into the topic. In the case of this research, when looking at how 

negative organisation events interacts with a fun working environment. The semi-structured 

allowed the researchers to present themes and to dig deeper by adding questions to 

understand the underlying meaning of the respondent’s answers (Robson, 2002, p. 280). 

Semi-structured interviews also allow the researches to open the interviews by stating 

themes that will be covered, in an effort to promote further discussion within the topic 

(Saunders, 2016, p. 391). While also providing the opportunity to further explain topics in 

the hope of more developed and complete information. 

4.2.2 Conducting Interviews 
Roulston et al. (2003, p. 644) highlight that the difficulties with qualitative interviews are 

the unpredictability of the interview’s development. because of the uncertainty, the 

researchers can have in understanding the narrative and description of the respondents 

(Giorgi, 2009, p. 122). 

 

To avoid this, the researchers explaining the major concepts of the study to allow the 

interviewees to form a basic understanding of what the interview concepts were. If at any 

point an interviewee was uncertain or needed clarification, the researcher tried to give 

context without steering the interview in a certain direction in an effort to mitigate 

unexpected outcomes and ensuring relevant answers (Englander, 2012, p.27). Roulston et 

al., (2003, p. 648) emphasizes how interviewers need to lead the interview so that 

unexpected results or events do not harm the results, by taking control and leading the 

interview by stating clear questions.  

 

Roulston et al. (2003, p.649) explain that unexpected behaviour from participants occurs at 

the beginning of interviews, with participants multitasking, noisy environment et cetera. 

The planning for the interview took these conditions into consideration with the 

interviewees being informed of the approximated duration of the interview and the 

participants were contacted in advance to confirm the time of the interview. Since the 

researchers and the interviewees did not have the possibilities for face-to-face, it resulted in 

that the interviews were conducted via telecommunication (Englander, 2012, p.27). Because 
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the researches lacked control over the interview environment, sometimes the respondents 

were asked to repeat themselves to ensure good audio quality. The researchers also used 

two devices to record the interviewees to minimize the possibility of lost knowledge.  

 

The choice of a semi-structured approach to the research is of great assistance for 

researchers by minimizing the negative influences on the interview by it being less 

structured and in so being more of a conversation (Roulston et al., 2003, p.650). The 

researchers adjusted questions and allowed the respondents to freely answer the open 

questions in an attempt to not steer the interviewees in a certain direction to force answers 

that justify personal preconceptions. 

 

Englander (2012, p.27) highlights the importance of phrasing of the researcher’s questions 

to make sure that the respondents stay focused on the research topics. Since, the researchers 

have to understand that certain questions can be interpreted differently, and that could affect 

the responses (Roulston et al., 2003, p. 654). In an effort, to reduce these issues the 

researchers explained at the beginning of every interview the main themes of the research. 

Even though the researcher's best efforts there were answers that were outside the scope of 

the research. These answers were later excluded from the study since they were personal 

conversations or topics outside of the focus of the research. 

4.2.3 Interview Proceedings 
The research is based on interviews with seven individuals from different fields of 

employment to make the study applicable to every organisation. In Table 2 there is 

synthesized information, on the interviews field of employment, cultural background, 

duration of the interview and what code they have been assigned for further association 

within the study.  The selection process was accomplished by utilizing the researcher’s 

professional networks while looking for interviewees from many different fields to gain a 

broader perspective from all types and forms of organisations. When conducting a 

qualitative study Saunders et al. (2016, p.421) states that it is preferable to conduct the 

interviews face-to-face than over telecommunication or electronic means. While it is not 

ideal to conduct the interviews over electronic communication, Sweet (2001, p.134) suggest 

that interviews over electronic means can allow for more honest answers because of the 

anonymity factor. 

Field of 

employment 

Cultural 

background 

Interview 

Duration  

Findings Code 

Industry Swedish  44 minutes Respondent 1 

(R1) 

Administrative Swedish 22 minutes Respondent 2 

IT Swedish 26 minutes Respondent 3 

Industry Swedish 20 minutes Respondent 4 

Healthcare Swedish 21 minutes Respondent 5 

Academia  Expatriate 37 minutes Respondent 6 

Academia Expatriate 57 minutes Respondent 7 

Table 2. Conducted interviews  
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In the following chapters, Respondent 1, Respondent 2, ... will be referred to as R1, R2, … 

in an effort to improve the readability. 

 

At the beginning of the interviews, the researchers shortly presented themselves, presented 

the research purpose, what the purpose the interview was, and made clarifications if the 

respondent felt it was needed. Following this, the researchers discussed the ethical 

principles and confidentiality of the interviews, ending with asking for the interviewee's 

permission to record the conversation (Oppenheim, 1992, p. 71). This was done to establish 

trust between the researchers and the respondents and the credibility of the research 

(Saunders, 2016, p. 397). The interview guide can be found in the Appendix (Table 3: 

Interview guide). 

 

4.3. Data Preparation 
In the present research, the researchers collected qualitative data in the form of interviews. 

This requires the researchers to record any spoken material with the permission by all 

interviewees (Saunders et al., 2016, p.237). The recording was done using a mobile 

application used to record voice memos. After the interviews, the researchers had a 

conversation, reflecting on their impressions of the quality of the collected data in terms of 

providing important information, potentially useful for the further analysis and discussed 

the transcription process. 

 

Following the recording of the interview data, transcription is a necessary step in order to 

prepare it for the analysis. The interviews were transcribed using online software helped to 

convert the audio files to word-processed text. Despite the convenience of this service, it 

did not indicate any further contextual information, such as the participants’ strength of 

opinion (Saunders et al., 2016, p.572). Therefore, the researchers added such information, 

if considered relevant, to the phrases that were used as quotes in the thesis. For example, 

adding punctuations such as ‘!’ shows a strong opinion while ‘…’ shows hesitation or 

pauses. In order to distinguish between the researcher’s and the interviewee’s speech, 

speaker labels were added to the transcriptions, such as ‘R’ for researcher and ‘I1’ for 

Interviewee 1 (Saunders et al., 2016, p.573). 

 

One problem commonly encountered when transcribing interviews is the accuracy of it. To 

achieve the highest possible level of accuracy, the researchers ’cleaned the data’ (Saunders 

et al., 2016, p.572) by identifying and correcting any transcription errors by listening to the 

audio file while reading the transcriptions. As an example, the software produced the 

sentence “I used to work in a jar”, however, the interviewee said, ‘I used to work in HR’. 

This error occurred mostly stemmed from the fact that, except for one interviewee, none of 

the researchers nor the interviewees speak English as their mother tongue, hence their 

accents tend to be less clear. In addition, three interviewees felt more comfortable 

conducting the interview in Swedish, which made the transcription process particularly 

more challenging. After a Swedish transcription had been corrected by the Swedish-

speaking researcher, it was translated into English with the aid of a Swedish-English 

dictionary, so that both researchers were able to understand it. The researchers agreed to 

correct or confirm each other’s work and agreed to listen to the audio record again, 

especially if one of them expressed doubt about the correct transcription of a word or phrase 

(Oppenheim, 1992, p.76). A thorough transcription and this ‘back-up’ system contributed 

to the accuracy and reliability of the data Appendix 1 (Roulston et al., 2003, p.657). 

 

Finally, the researchers decided not to do strongly compromised summaries of the 

interviews, as often suggested (Saunders et al., 2016, p. 576) in order to capture as much 

information as possible of potential importance. This is relevant when coding the data to 
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which we will return later in this chapter. However, personal comments and conversations 

largely off topic were excluded from the transcripts, which helped to reduce the data without 

losing its meaning.  

  

4.4. Data Analysis Approach 
In congruence with the explorative research design, the researcher adopted an inductive 

approach to analyse data which starts by collecting the data, followed by exploring which 

themes emerge across the interviews, analysing the relationships between them and finally, 

interpreting the findings to develop theory and draw conclusions (Saunders et al., 2016, p. 

570). As mentioned before, the researchers seek to make sense of the collected data and 

understand the participant’s subjective perceptions of social reality in order to compare it 

with the existing literature. Therefore, the inductive approach was thought to be supportive 

in achieving this purpose. 

 

After the collected data has been prepared a procedure for further analysis should be 

established. A Thematic Analysis is widely considered as “foundational method for 

qualitative analysis” (Braun and Clarke, 2006, p.78) and believed to be suitable for this 

thesis based on its systematic yet flexible nature (Braun and Clarke, 2006, p.78). By 

analysing the data systematically, this approach helps to identify themes and pattern in the 

interview transcripts for further analysis. Considering the inductive and explorative nature 

of this thesis, it is important to identify themes related to the research question without 

imposing a strict theoretical framework to examine the collected data (Saunders et al., 2016, 

p.580). This way, developing theories and eventually drawing conclusions will be facilitated 

(Saunders et al., 2016, p. 579). In addition, the inherent flexibility of the approach is 

important for this thesis as it allows to concentrate on a rigorous analysis instead of focusing 

on a strict application of rules required in other analysis procedures (Saunders et al., 2016, 

p.580). 

 

The Thematic Analysis is often applied using four steps: becoming familiar with the data; 

coding the data; searching for themes and recognizing relationships; refining themes and 

testing propositions (Saunders et al., 2016, p.580). However, these steps are to be 

understood as a guideline, not a standardized procedure (Braun & Clarke, 2006, p.79). 

Becoming familiar with the data has been achieved by listening to the audio files in order 

to correct the produced interview transcripts, however, familiarization continues throughout 

the whole analysis process as the researchers read and re-read the data to identify occurrent 

and recurring themes and patterns (Saunders et al., 2016, p.580). Coding is an accessible 

means of managing sets of qualitative data as it categorizes data with a similar meaning into 

codes, which can be a word or short phrase, often used as abbreviations. Following the 

inductive approach of the present study, coding can produce a long list of codes, as it is 

likely to code all the data in order to capture as many meanings and pattern as possible 

(Saunders et al., 2016, p.582). 

 

According to Saunders (2016, p. 584), a theme is a broad category that includes several 

codes that are related to each other and the research questions and the search for themes 

only begins fully after all datasets have been coded. However, what constitutes a theme is 

less clear, as argued by Bryman & Bell (2015, p. 579). Further, due to this lack of clearly 

specified steps of a procedure, they suggest using the ‘Framework’ approach which provides 

a framework for the thematic analysis of qualitative data as it assists it in a better 

organisation of data (Bryman & Bell, 2015, p.579). Therefore, the researchers decided to 

follow this method as it offers clearer direction when analysing the data, compared to long 

lists of codes. This method is based on the idea to identify main themes and subthemes 

which are represented in a matrix (Bryman & Bell, 2015, p.581). When identifying themes 
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and subthemes, the researchers looked for theory-related material, repetitions, as well as 

similarities and differences (Bryman & Bell, 2015, p.582) by reading and re-reading the 

interview transcripts (Saunders et al., 2016, p.580). As for theory-related themes, the 

thematic framework consists of the main elements of our PFWE model mentioned in the 

interviews that are related to a fun working environment (2.6 Theoretical Synthesis). They 

include Fun work environment; Fun work events; Personal predispositions; Perceptions; 

Leadership; Outcomes. This framework is then applied by analysing the interview data, first 

displayed as core themes and later refined and added by sub-themes based on repetitions 

within an interview transcript. However, repetitions were only considered as themes if they 

showed some relationship to the research question and focus. Every reference an 

interviewee made to one of the themes was inserted into the matrix in the form of a quote, 

including the previously mentioned speaker labels (such as R1 for Respondent 1). Our final 

themes and sub-themes, excluding the quotes, are shown in the table below (Table 3: 

Interview Themes). Lastly, the several interview transcripts were analysed in terms of 

similarities and differences (Bryman & Bell, 2015, p. 582), identifying the interviewee’s 

perspective regarding the final themes and how they differ which will be used in the 

following Section 5.3 ‘Findings’ 

 

 

Leadership  

Style 

Relationship 
 

Fun Work Events  

Type of activity  

Purpose 

 

Personal Predispositions  

Work orientation 

Diversity 

• culture 

• age/ family status 

• attitudes 
 

Fun working environment  

Job characteristics 

Job demands 
 

Table 3. Interview themes  

 

As described, the main theme names stem from our theoretical synthesis model, while the 

name of the sub-themes is developed based on what the researchers thought best describes 

their content (Saunders et al., 2016, p.583). This decision was made as the interviewees used 
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slightly different words for the same theme. However, while our model shows six different 

elements (work environment, work events, leadership, personal predisposition, perceptions 

and outcomes), table 3 shows only four main themes (without perceptions and outcomes) 

for the following reason: Since the model shows that each of the four elements leads to 

either positive or negative perceptions, we combined this element into the text and did not 

analyse it as its own theme because all elements are concerned with their perceptions which 

lead to certain outcomes.  

 

4.5. Ethical considerations 
With research ethics, the researchers state how they will ethically behave and hold the rights 

of the individuals that are the subjects of their work in the best regard so they will not be 

affected negatively by the research (Saunders et al., 2016, p.201). Because of the sensitive 

nature of the research, ethical considerations were taken from the very beginning. Because 

of this, the research was conducted with utmost care to follow ethical standards on a 

personal and professional level, with a lot of effort being made on avoiding unethical aspects 

that could be harmful to any individual. As with all research, there has to be an established 

mutual form of trust between the researchers and the participants for the development of the 

work to be able to progress and be free from ethical issues, there is also a need for respect 

and mutual exchange (Saunders et al., 2016, p.249; Bryman & Bell, 2015, p.147).  

 

Firstly, the participation in the study was done completely voluntary, with the participants 

having the option to withdraw from the research at any time (Saunders et al., 2016, p.201). 

Selected participants were presented with a broad description of the research topic and how 

their privacy would be protected in an effort to ensure the ethical boundaries of the study 

(Englander, 2012, p. 15). Secondly, it was of importance that any action or omission could 

not harm the participant’s future professional or personal career development (Bryman & 

Bell, 2015, p.135). There was great concern put on the participants feeling that there would 

be no risk of embarrassment in an effort to make sure the process was as stress-free and 

comfortable as possible (Saunders et al., 2016, p.201). Finally, it was important to receive 

verbal consent of the willingness to participate (Saunders et al., 2016, p.208; Bryman & 

Bell, 2015, p.139). 

 

Before the interviews, the participants were informed about the need to record the 

interviews, which was reiterated again before the interview with the participants consent. 

The participants were also assured that there will fully anonymity and confidentiality of the 

information being provided during the interviews (Saunders et al., 2016, p.255). To be able 

to ensure the anonymity of the participants and keep their answers confidential, certain 

actions were taken, such as replacing their names by assigning the interviewees a code (e.g. 

Respondent 1, Respondent 2) and removing any company name. The interviewees were 

made aware that their provided answers would be interpreted and be displayed in 

accordance with data management ethics (Bryman & Bell, 2015, p.146). With the 

participants’ verbal agreements to these conditions, each interview could be conducted. The 

interviews were done maintaining a cordial and professional tone for all collection methods 

being used, including telephone, video call and in person in an effort to create a comfortable 

environment for the participants.  

 

4.6. Research quality  
In order to determine the research design quality, the different research philosophical 

considerations have to be considered, since there is often a split between positivist and 

interpretivist researchers (Saunders, et al., 2016, p.201). According to Ghauri & Gronhaug 

(2010, p.86), positivist researchers will inquire into the reliability and validity in order to 
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assess the quality of their research, while interpretivist researchers seek to adapt reliability 

and validity into their research to be able to assess the research. Authors like Tracy (2010, 

p.837) have argued that qualitative studies need to create their own research design to 

evaluate research quality. The research design of this thesis is based on the ontological 

views of subjectivism and the epistemological interpretivism, as previously explained come 

together to form qualitative research. According to Meyrick (2006, p.801), the main form 

of critique that qualitative research received is in the lack of a consensus for assessing its 

quality and trustworthiness when compared to quantitative research. Due to the large 

number of philosophical approaches to qualitative research, there is a barrier for 

implementing one set of criteria to act as a guide for qualitative research (Miles & 

Huberman, 1994, p.277; Meyrick, 2006, p.800; Tracy, 2010, p.837). 

  

However, according to Meyrick (2006, p.801), there are similarities in the core principles 

within all the qualitative research approaches. Due to these similarities, there has been some 

form of normalization within the qualitative research literature.  

 

According to Bryman & Bell (2015, p. 49), there are three main criteria of how business 

and management research is evaluated, them being reliability, replication and validity. 

Saunders et al. (2016, p.398) point out that research design to be good it has to minimise 

the possibility of the research appropriating false answers, and in order to assure the quality 

of the research, particular attention should be put on the reliability and validity. Other 

important views of quality are transparency by disclosing all aspects of the research and 

systematicity of data collection and the analysis process (Meyrick, 2006, p.803). While 

Guba & Lincoln (1994, p.114) pointed out two more criteria of qualitative research, such 

as, trustworthiness that encompasses the internal-, external validity, reliability and 

authenticity. Research design has to represent a logical statement so its quality can be judged 

to a certain degree of logical tests to establish the credibility, conformability, 

trustworthiness and data dependability (Yin, 2009, p. 40). Meanwhile, Tracy (2010, p. 839) 

believe that research quality can be conceptualized in eight different criteria for good 

research. The criteria are a worthy topic; with rich rigor; that has sincerity; credibility; 

resonance; provides significant contribution; considers ethics and has meaningful 

coherence. In order to, ensure the quality of the research the works of Yin (2009) and Tracy 

(2010) will be adopted. 

 

Within the concepts mentioned previously Yin (2009, p. 40) describes four tests, internal- 

external validity, reliability and construct validity. although authors Bryman & Bell (2015, 

p. 50) view that constructed validity mainly applies to qualitative research, while, Yin 

(2009, p. 42) consider that it an applied to qualitative research in two steps. Firstly, by 

defining specific concepts with relevance to the study and secondly, to identify the specific 

measures of these concepts. These two steps have been accomplished with the review of the 

theoretical framework of available knowledge for negative aspects of a fun working 

environment and the AET model. With the establishment of the main concepts of the study 

and how those variables will be used to interpret the concepts and defining the unit of 

analysis for the case study. Multiple sources of evidence were used to gather the information 

of the research; several interviews, record keeping of the process and reviewing case study 

drafts with our supervisor (Yin, 2009, p. 42). 

 

Yin (2009, p. 43) describes, how external validity needs to be related to the generalizability 

of the study, which means that the research findings can be replicated. Since, if they cannot 

be generalized to some extent, any potential knowledge gain and benefits that are discovered 

will be lost (Munn & Smith 2008 p.7). However according to Yin (2009, p.43) and (Bryman 

& Bell (2015, p. 414) the findings of qualitative research are not generalizable because of 
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the fact that they study specific phenomena, within certain groups or organisations in a 

specific context.  

 

Because of the established knowledge within the field of this study cannot be seen as 

generalization and similar cases with alterations can show different results (Yin, 2009, 

p.44). It is the hope that the present study serves as a base for further findings into the related 

field of research (e.g. Working Environment, Management, et cetera…) The object of the 

research is to look at the connects of events in the organisation and how they cause a work 

environment that employees do not like. The intent of the research is to provide a base for 

future research, and that the findings can help build on the lacking established knowledge 

(Yin, 2009, p. 43).  Finally, because of the nature of internal validity being more inclined to 

exploratory studies, it was not considered for this research (Yin, 2009, p.40).  

 

In regard to the reliability, it tries to evaluate if the research process has been stable and 

consistent in all aspects of the study (Miles and Huberman, 1994, p.278). According to Yin 

(2009, p. 45), the aim of reliability is to reduce the biases and errors within the study. In this 

thesis, great care was put on detailed descriptions of how the procedures and the research 

method in an effort to make it possible to replicate the work, in an attempt to not show bias 

for any part of the research process (Yin, 2009, p. 45). One bias could be in the interpretation 

and translation of the interview findings. For this reason, the researchers decided to interpret 

the answers separately and then compare the findings to reach a consensus that reflects what 

the interviewee’s responses said. 

 

Firstly, a worthy topic is according to Tracy (2010, p.840) in qualitative research needs to 

be; relevant, significant, timely, interesting, and inspire readers to contemplate the 

reasonability of the study. Tracy (2010) and Yin (2009) both show similar aspects that were 

taken into consideration. The researchers argued that the research is a worthy topic that tries 

to gain a deeper understanding of the fun working environment by placing it in a negative 

approach to study what events can create a negative working environment.  

 

Secondly, is rich rigor which suggest the need for researchers to be sufficiently aware of 

theory and rich amount of data that allowed the researchers to identify the complexity and 

nuances of the research, in an effort to make the right decisions and to show reasonability 

for the interviewees (Tracy, 2010, p. 841). The researchers did their utmost to find relevant 

literature in order to make the topic and research process understandable.  

 

Thirdly, Tracy (2010, p. 841) relates sincerity to the research’s authenticity and 

genuineness, which means to be as transparent with the research as possible, while not being 

bias. The researchers describe the processes of the research in an effort to be as transparent 

as possible, while also being mindful and self-reflect on their decisions and choices.  

 

Fourthly, is the credibility of the findings, according to Tracy, 2010, p. 843) a thick 

description is of utmost importance. By evaluating the concepts of trustworthiness and 

plausibility to look at the context and meaning of the collected data. The research has 

followed a comprehensive quality analysis process to accomplish this criterion.  

 

The fifth criteria are resonance, which aims to evaluate how the research is meaningful and 

resonates with readers (Tracy, 2010, p.844) and is achieved by the research being aesthetic, 

generalizationable with transferable findings (Tracy, 2010, p.845). The research is written 

thoroughly to make it understandable and despite that the findings are not generalisable it 

provides a good base for future research into the area.  
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The sixth criteria, a significant contribution is according to Tracy, (2010, p. 845) evaluates 

the significance the findings have on existing literature. With this study providing numeral 

theoretical and practical contributions that are described in section 6.1 (Practical 

implications and 6.2 (Theoretical implications).  

 

The seventh criteria deal with the ethics of the research are made clear in section (3.3.3 

Ethical Considerations) 

 

The final criteria, meaningful coherence, deals with the methodological arrangement of the 

research. According to Tracy (2010, p.847), the interconnectivity of the resign design, data 

collection, and analysis need considerable attention for the connectivity of the research 

question and theoretical framework. This has been emphasized in the research methodology 

and their descriptions.  

  

This dissatisfaction stems from several sources: the complexity of multivariate research 

methods, the distribution restrictions inherent in the use of these methods (e.g., multivariate 

normality), the large sample sizes these methods require, and the difficulty understanding 

and interpreting the results of studies in which complex quantitative methods are applied 

(Cepeda & Martin, 2005, p. 851). 
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5. Findings and Empirical Analysis  
The following chapter will present the findings from the seven interviews that have been 

conducted. After that, these findings were thoroughly analysed. The analysis seeks to 

recognize relationships between themes and develop propositions. When interpreting the 

data, we were guided by our research question which asks for the causes of the different 

perception of employees on a fun working environment. We will support the testing of the 

propositions that emerge inductively from the data by referring to the studies and theories 

mentioned in the literature review, and by making assumptions in order to deliver potential 

alternative explanations. In order to improve the cohesion between findings and their 

analysis and to provide a clear connection, each subchapter will combine both.  

 

5.1 Working Environment  
The first main question was “What are your job characteristics and demands?” in order to 

understand the overall work environment of the participants. The interviewees work in 

different work environments, as already mentioned in ‘Case study description’ which are 

characterized by a different level of stress. For example, R3 and R2 work in a low stress 

environment since they do not receive any time or performance pressures  “I have pretty 

much flexibility in my work and not too many deadlines” On the other side, R6, R4, R1, are 

highly stressed at work due to the pressure to perform and finish assignments on time. R4 

said “there was a large amount of time pressure on me the whole time to finish on time” 

meanwhile R1 is “used to the stress after twelve years” R6 feels a lot of stress due to 

performance pressure to graduate on time or otherwise “I would have wasted five years”. 

Besides: “I am so focused on my work that I often cannot attend the events that happen in 

my company, even if I wanted to. I feel like I can’t handle the workload if I do.” 

 

In addition, the Respondent’s work environments vary in size. R6 mostly works in a group 

of two individuals while also being a part of a larger group from other departments. 

Similarly, R4’s working group are a part of a larger department in the organisation while 

R2, R7, R1, R3, R5 have their own self-contained departments. The respondents describe 

their work relationships in smaller departments as closer. R6 said, “I just go to the next 

office and my friends are there and we’ll hang out or I’ll go to the coffee room and all of 

them are there as well”. R1 likes smaller departments better than larger departments as 

“there is always someone you don’t like”. Conversely, work relationships are perceived as 

less close in larger departments because “people don’t know each other that well anymore”, 

however, another R5 disagrees and sees them as “an opportunity to meet new people and 

make new friends”, for example during breaks at work. 
 

It appears that the size of the department has an influence on the strength of relationships 

employees have to each other: On the positive side, smaller departments tend to foster 

building stronger relationships because people are closer to each other and “prefer being 

around people you know well” (R1). On the negative side, larger departments tend to 

weaken their relationship because they are dispersed over different departments and lose 

contact. 

   

However, larger departments are also a chance to build new relationships and make new 

friends. We, therefore, assume that if people prefer to hang out with people they know, their 

perceptions towards fun work events may change negatively if they work in larger 

departments. In addition, having a stressful job might make employees focus on their job 

rather than attending fun work events, which, thus, become less salient to them. 
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5.2 Work Events 
Next, the researchers wanted to know “What work activities and take place in your 

company?” The aim was to identify the fun work events to enable their categorization. 

 

5.2.1 Type of Activity 
All respondents talked about two official events that take place annually with the whole 

company. The first one is the Christmas party in December and the other one is a summer 

party. The company-wide events are sponsored by the company but organized by the 

employees with the main purpose to “get to know people from other departments and to 

integrate people” but also for team building and to reward employees (R4). However, R7 

and R1 also mentioned that “they are an opportunity to get food and alcohol for free”. Other 

official events on a smaller scale that would take place monthly include seminars and 

lectures to educate workers about different topics, such as “gender inequalities and health 

issues” and to reflecting on and celebrating past accomplishments as well as and planning 

future changes (R2, R3, R6). Some interviewees go to kick-off events which can take many 

different forms. Respondent 7, for example, remembered “they had a list of activities you 

could choose from” On a weekly basis, Fika breaks can be found in all interviewee’s work 

environments “They set it up at 9:30 and at 2:30 and everybody goes down for Fika. And 

then there is coffee and tea and these crackers. And people gather in a big group of and 

everybody is talking” (R6). All interviews say that Fika offers the opportunity to talk to their 

co-workers and having a break from work. Unofficial work events and activities that were 

mentioned include after works on Fridays where co-workers “get together to get a beer” 

because they “just want to have a good time, socialize and get drunk” (R1, R6).  

 

Fun work events are “an important part of organisational life” is what the interviewees 

agreed on regardless the type of activity when being asked, “Which fun work events did or 

do you perceive as positive and negative and why?”. From a holistic perspective, they are 

positive towards them and not having them in their work environment would make them 

feel “strange and boring”. One respondent recalled that the “Christmas table was skipped 

by the company, which created a really bad work atmosphere” (R1) and continues by saying 

“the Christmas table is holy, it’s a tradition”. R1 thinks that “the principle behind Fika is 

“very, very sweet” and found the kick-off “brilliant because we could choose from different 

activities”. R2 confirms that people like their Fika because they “tend to take a longer Fika 

breaks because they enjoy it”. R6 says “having beers with friends right after work makes 

me feel a lot better and then it becomes more fun to go to work because it enhances the 

group feeling in a way because you know people better” especially when she has a stressful 

week. 

  

In contrast, not all events are perceived as the supposed purpose is not achieved. Respondent 

1 thinks that at official events in his company “team bonding was pretty much non-existent” 

Thus, they “did not contribute to a better group feeling every time” Respondent 3 agrees 

since mandatory seminars appear meaningless, asking “so we went to this seminar at work, 

but what has been accomplished, what purpose does it have?” Negative perspectives on fun 

work events are also reported when there are mandatory work events to which they do not 

want to attend “Some [events] stress me out because, for example, I have to attend this 

seminar and I have to go unless there a very good reason why I’m not there. Imagine, it’s 

for three hours on Friday that I can’t do anything except sit in a seminar room and listen 

to a topic that I really don’t care about. So, something like that is annoying because my job 

is super stressful already” was a complaint by R6. Moreover, R4 explains that negative 

feelings emerge when doing physical exercises because “I don’t like it, I feel awkward.” 

R6 also expressed mixed feelings about Fika. On the one hand, “Fika is meant to be a break 

and I don’t want to talk about work unless I bring it up, that’s disrespectful!”. On the other 
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hand, these breaks are convenient “to get help with problems because everyone is in one 

room, otherwise, I have to run up and down the building to find the person.” Similarly, R7 

stresses the negativity of Fika when it comes with unwanted expectations: “[Fika] It’s not 

forced right? But I think the thing is that especially here it's a social cost if you don't, so it's 

expected, and they tell me ‘OK if you agree not to ever Fika then you cannot ever make it.’ 

So, I do that because sometimes you want an option. I think it's just a culture thing, it’s just 

alien to me”. 
. 
According to the concept of fun at work developed based on studies conducted in America 

(e.g. Tews et al., 2014), there are two categories of fun at work: organic and managed. The 

types of activities that belong to organic fun are co-worker socializing and personal 

freedom. Since these events are not sponsored by the organisation but initiated by the co-

workers, informal and voluntary. In the literature, they are associated with positive 

perceptions and outcomes (e.g. Fluegge 2008, McDowell, 2004). The second one, managed 

fun, entails activities that are work-related, sponsored and initiated by the organisation, 

formal and usually imply forced participation and are related to having potentially negative 

effects. According to this concept, organic fun is associated with positive perceptions and 

enjoyment, while managed fun is regarded as having an inverse effect. Considering what 

the interviewees said, Fika and after work events appear to belong to organic fun and the 

responses confirm the suggested positive effect. Similar, the mandatory seminars are 

managed fun and thus, are perceived negatively. 

 

However, within the Swedish context, we can see some differences. According to the 

concept categories, both Christmas and summer parties are managed fun and thus, should 

be perceived as negative. Although these events are sponsored by the company, they are 

organized by the co-workers. We assume that the employees value these events because 

they are traditions in Swedish companies. The same applies to kick-off events. They are too, 

initiated by the organisation but involve employees by giving them the opportunity to 

choose between the type of activity. 

 

Another difference is apparent in the perception of organic fun. Fika, as an example, is 

organic fun according to the concept but still perceived as negative because participation is 

expected. An interesting finding regarding this is that only the expatriate interviewees 

reported this negative perspective. Therefore, these findings show not only that the different 

type of activities can cause different perceptions but also that perception differ in what 

people perceive as forced or not. We believe this has to do with diversity within companies, 

but we return to this issue later in the analysis. 

 

5.3 Leadership  
In order to examine the role of leaders in a fun working environment, the interviewees were 

being ask how they would describe their leaders and their leadership style. 
 

5.3.1 Style and Relationship 
R3 talked about a “loose style” where the boss does not explain assignments or gives 

concrete introductions which leave “space for interpretation on how to complete a task”. 

Further, they are “quite close on a personal level but I don’t think she leads very well” 

because there are almost no deadlines and goal-setting. R6 perceives the boss as being a 

very good leader because he is “demanding and he knows how to motivate me. He knows 

what projects I am interested in and gives me some freedom to choose what I like to do 

most. achieve goals” Their relationship is described as very close which, however, is not 

always appreciated: “We don’t always see eye to eye because he does not treat me as a 

subordinate but more as his secretary, which can be really stressful”. R1 has a similar 
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perception since the boss “comes and talks to us all the time and tries to be there to support 

you in the best way he can”. R5 believes that the relationship between employees and the 

boss in the company is trustworthy, “for example, we usually don’t clock in or out when we 

take our Fika break, they just trust us that we get the work done. Once a year we have also 

feedback questionnaires where we have to evaluate our work environment, bosses, etc. Once 

this has been done, we create a group to look it over”. “We have the best bosses, not every 

workplace has it as good as we do” is believed by R4. This is due to the bosses fostering 

an “open climate with mutual appreciation, it feels like common values”. Thus, the 

relationship between leader and employees is thought to be positive. 

  

According to how the interviewees described the style of and the relationship to their boss, 

none of them had an autocratic leadership style as described by Combe (2014, p. 158) since 

the respondents did not mention a close supervision in the working environment and the 

leaders do not seem to make use of their power to make decisions without considering the 

employees. The laissez-faire style could be identified in one of the interviews. The 

perception of respondent 3 of his boss having a loose style and low control as only a few 

deadlines were set. This shows that employees are expected to rely on their own skills and 

experiences which did not foster a good professional relationship (Combe, 2014, p.158). 

The transformational leadership style appears to be the most common in this study. The 

respondents describe their bosses as motivating, fostering trust and appreciation, supportive 

and involving them in decisions, usually leading to close relationships between them and 

which are all characteristics of a transformational leader (Bass, 2008, p.619). 

 

This is not surprising considering that Sweden has a low Power Distance Index (PDI) and 

scores low on Masculinity (Hofstede Insights, 2019). As a Feminine society, managers try 

to improve decision-making through the involvement of employees. Managers strive for 

consensus and Swedes often have long discussions until it is reached. Further, a 

transformational leader reflects the low Power Distance in Sweden, as leaders are more 

accessible and supportive with an informal relationship to employees (Hofstede Insights, 

2019). 

  

Considering the leadership style alone, one could assume that a transformation style is most 

suitable to create a fun working environment and it is therefore relatively easy to do so for 

leaders who adopted this style, especially in Sweden. The findings show that the employees 

have a positive perception of and relationship with their transformational leaders. If we 

apply this to the seven stages of motivation towards following the ideas of the leader, as 

proposed by Clawson (2009, p.475), it appears that employees are in one of the higher 

stages, that is, Passion, Engagement or Agreement. This means they agree, are actively 

engaged in or even passionate about doing what the leader asked. 

 

In the context of the present study we, therefore, assume that perceptions on managed work 

events, which are initiated by management could be improved if employees agree more with 

their leaders. Since one characteristic of transformational leaders is to consider the needs of 

all workers (Combe, 2014, p.159) and try to satisfy them, the likelihood for an agreement 

should be higher. Besides, if they find them authentic, it improves the trust in management 

and employee’s willingness to discuss and offer ideas to improve their work environment 

(Wong & Cumming, 2009, p.8). This could be an important insight referring to what has 

been said about the negative side of fun at work in this study, saying that the reason why 

they disliked managed fun was their perceived inauthentic and fake or forced character 

(Tews et al., 2004, p.927).   
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However, involving all employees in order to satisfy their needs appears unrealistic in 

practice, and is especially challenging for a diverse workforce (Schwartz et al., 2007, p.112), 

as R7 puts it: “Creating a fun working events should be thought through and people should 

be consulted but of course then if you consult everyone for too long you never get anywhere. 

So, you have to make a decision on something and a compromise. So again, you can't please 

everyone.” 

 

5.4 Personal Predispositions 
Personal predispositions reflect how individual are different from each other. In particular, 

we consider their work orientation and diversity as important aspects of it.  

 

5.4.1 Work Orientation   
The work orientation of employees is one aspect of personal predispositions. In order to 

identify the interviewees work orientation, we wanted to know how they relate to their job. 

R6 viewed their job negatively by saying: “We’re all in the same situation and we are all 

basically hating what you do at some point in your life. We get together and we complain 

about others. So, you spend the first hour or so mutually complaining about the horrible 

people you’ve had to deal with and the issues you’ve run into”. Having the same view on 

their job, R3 explained: “I used to work in HR, and then I applied here because it is paid 

better and seemed initially more fun to me. I don't necessarily have to move to a higher 

position but maybe I can have the same position in another organisation because after a 

while you get tired of your tasks and I don't feel like I can make so much change after a 

while”. R2 has a similar view since they do not enjoy their work but “it helps to sustain a 

living”.  

 

On the other side R5 has a positive relation to work, “It is good because it is really important 

that you feel appreciated in the work. When you get a little bit of something now and then 

you feel more motivated and can work more/harder. It can be small or big things but it’s 

important that you feel relevant and become part of the working environment” but being 

challenged would be better “Also because of my near retirement the organisation does not 

offer more education programs. There are limited spots for these internal education 

programs, so I want to feel more challenged and get opportunities to take part and I feel 

like why did another person have more responsibilities and not me”. 

 

The proposition that emerged inductively from these findings is that there seems to be a 

connection between the work orientation and the perceptions on a fun work environment.  

Herzberg suggested that people who feel good about their job feel intrinsically motivated 

by their work itself and attribute factors such as advancement, recognition and responsibility 

to it. The positive relation to her job of R5 reflects the Career or Calling category as 

suggested by Wrzesiewski (1997, p.21) because of the enjoyment related to it and seeking 

challenges and responsibilities and because of the received recognition at work as well as 

the desire for growth within the company (Robbins & Judge, 2013, p.206).  Thus, the 

Career/ Calling orientation causes the feeling of intrinsic motivation which is related to 

higher job satisfaction. Finally, McDowell (2004, p.97) argues that employees with a 

Career/Calling orientation and intrinsic motivation experience more fun at work. Having 

this in mind, it explains why she develops a positive perception of a fun environment. 

Consequently, they attend all work events: “There is no reason not to attend that is not the 

case in our department and everyone attends and is part of it” R5.  

 

Conversely, according to Herzberg, people who feel bad about their job attribute extrinsic 

factors such as status or pay to it. This relates to the work orientation category ‘Job’. 

Wrzesiewski (1997, p.21) argues that people with this work orientation focus on financial 
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rewards and see it as a necessity but not as a pleasure. They do the work because it provides 

the resources in order to enjoy their time away from work. R6 and R3 are examples of 

having this negative relation to their job. Both do not like their job and do it mostly for 

financial reasons and consider getting a job in another company in the future. R6 

enjoys after works more where it is possible to complain about work. Thus, their Job 

orientation makes them extrinsically motivated which Herzberg associates with 

dissatisfaction (Robbins & Judge, 2013, p. 205). Employees with this type of work 

orientation and extrinsic motivation experience less fun at work (McDowell, 2004, p.97) 

and explains why they developed a negative perception of a fun environment. Consequently, 

they are more resistant or less motivated towards joining work events as shown by R6 

“Honestly, I don’t care too much about them. It’s also nice to go home and have a glass of 

wine by yourself.” 

 

5.4.2 Diversity 
The questions “What work events are most and least important to you and in the Swedish 

culture?” aimed to examine fun work events from a diversity point of view.  

 

All interviewees agreed that either a Christmas and summer party or both are very typical 

for the Swedish culture and everybody likes the principal of it. R6, for example, thinks that 

“Christmas parties obviously are a big thing and highly valued by Swedes. You can see that 

because people are pissed off during the month of November and then their mood gets so 

much better as December 24th approaches”. Typical midsummer parties were found to be 

“weird” because of being an expatriate, explaining “I don’t have this party back there and 

I wasn’t even aware that it was huge a huge thing and then you actually go and there’s 

adult people even wearing costumes and hopping around like frogs, it just blew my mind”. 

Another event that is an important part of the Swedish culture is Fika according to R1 “It 

doesn’t matter what is going on, the only thing that stays the same is Fika. Some people 

like Fika so much that they instantly stop working to have the break: “It’s quite a strong 

culture in Sweden. I usually finish my work before I go in but some people stop working 

even if there are only 5 seconds left to finish what they are doing, they go to Fika and some 

say they can’t adjust” Respondent 3 talked about a similar situation because people’s coffee 

break is too long: “A lot of people have like 30 minutes before lunch and 30 minutes in the 

afternoon. So that's like one hour of work time that just goes away. So, it's there they go 

over that time a lot”. 

 

R7 cannot completely understand the high status of Fika because it exists in other countries 

as well, however, someone was saying to understand why Swedes are so proud of it: “I 

mean, he'd even heard people talking about, you know, there is someone who doesn't go to 

Fika. So that's so negative if you just choose not to go, why is that an issue? And this is 

forced fun to me and the implications of it is that it's just a pain. It's annoying.”  

 

Other aspects that emerged from the data as part of diversity in the workforce are age, family 

status and attitudes. “They don’t show up often” is what R6 says about her co-workers who 

are either in their 30s or nearly retirement age, “so either they have kids, or they are working 

on kids and the older ones are not really the party type”. R7 describes the generation gap 

among the workforce as problematic at company events: “You feel like you should go and 

you actually go but then you’re thinking I’m gonna go off now, so maybe a small group goes 

to a pub because it’s not particularly stimulating. I mean if I sit next to a lady of 65 years 

old there is just not a lot we have in common. But of course, then you could say, if you get 

to know each other you have more in common, but I think this is not what happens”. R1 

agrees by explaining why he skipped some events “because why would I go there and be 
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with the guys I don’t believe I am really close to” and further “well, I enjoyed these events 

but I have kids now and it has been quite a big shift for me from going there and drinking”. 

 

Another question, “What do you think and feel about fun work events?” intents to identify 

what attitudes make people perceive fun at work differently. One topic where the 

participants had different attitudes about was alcohol at work events. 

 

“I think when people have had a drink, they tend to be more sociable. So, my experience of 

the last arranged party was that there is no sort of social intercourse, if you will. And I’d 

say after two glasses of wine some people become very chatty, and you know, it makes 

people talk. But the interesting thing is, the party where you could have three drinks and it 

was remarkable because that extra drink just added a little bit of lubrication to people. So, 

I think it can work “. R6 has the same impression and thinks “events are less fun and it’s a 

shame because they serve less alcohol”, rather enjoying “Friday beers with friends because 

it is a more relaxed atmosphere” whereas “it’s different at those official events” it is more 

difficult to connect to with them to which R7 agreed: “Swedes are all kind and decent but 

they are so not outgoing”. 

 

R1 has a different attitude and said: “I can totally understand the complaints because I have 

been there too. They used to serve more alcohol and I mean, it was free booze, it was nice”. 

However, the attitude has changed: “Now I have a family and I don’t get drunk often 

anymore, I can’t do that. But it’s fine. I honestly think that being too drunk is quite 

embarrassing now”. R4 shares this view: “I’ve been to many parties in the company in my 

life. I sometimes used to drink more than I should, sure, but I also think that with less alcohol 

there is less misbehaviour of course”. Therefore, it is understandable “why the company 

only serves a limited amount of alcohol.” A benefit of it is: “I’d say the conversations get 

better, more meaningful”. 

 

Based on these findings we make the proposition that diversity among employees affects 

their perception of a fun working environment. In terms of culture, the Swedish respondents 

talk very positively about work events, especially Fika, which lets us believe that their 

perception of this event is also highly positive. However, the expatriates have difficulties 

finding equal high value in it with one of them even perceiving it as being forced, causing 

negative feelings. A statement by R7 summarizes this well: “People are different depending 

on their culture, they like and complain about things differently”.  

 

The findings show that working in another country with a different culture does not 

necessarily mean that you develop an understand this country’s culture and their values and 

thus, you may develop a negative perspective on events that are an important part of the 

culture. This can be explained with cultural differences as promoted by Hofstede in the 

introduction (Hofstede Insights, 2019). Sweden scores the lowest on Masculinity which 

implies that they value a balance between work and life. In the context of this study, having 

a Fika break contributes to this balance and is, therefore, highly valued and important in the 

Swedish culture. In contrast, other countries which score higher on masculinity supposedly 

place more value on success and achievement. This may explain why expatriates perceive 

the Fika break as less important and rather to use the time to get work done, as described by 

R7 and R6 who “rather work and finish what has to be done” and or finding people to help 

with work problems. 
 

Besides, it appears that perceptions of work events change over time with changing family 

status. However, we do not believe that this necessarily leads to negative perceptions of 

workplace events, but they become less salient as some employees rather spend time away 
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from work with their family. Besides, it seems that a generation gap in the workforce tends 

to separate employees from another in the sense that people of the same age have more in 

common and thus, perceive certain events as more fun. An inverse effect on perceptions 

might stem from heterogenous people who, come together at a work event, having less in 

common. However, considering that the expatriates find it easier to communicate in an 

international environment, that is people who are in some way also distinct from the 

Swedish workforce. That contrasts to what has just been said about homogenous people 

forming groups. We believe stems from the fact that they belong to a minority group within 

the Swedish work environment. However, this consideration is not subject of the present 

study. 

 

According to Connolly & Viswesvaran (200, p.2), individuals with a negative 

predisposition are more likely to assess their work in a negative way, while, in contrast, a 

positive predisposition is related to a positive perception of their work. In the case of the 

present study, the employee’s attitudes are one aspect of personal predispositions. 

Therefore, we argue that this attitude affects the employee’s perception of fun work events. 

The findings show statements reflecting a positive attitude towards serving alcohol at work 

events as it helps people at official events to interact and makes them talk. However, since 

there is usually an alcohol limit, they perceive these events more negatively. Socializing 

with co-workers is harder and thus, the events are perceived as less fun and not “particularly 

stimulating”. As alcohol apparently helps people to communicate, we believe that an 

alcohol limit reinforces the difficulty to communicate between heterogeneous employees at 

company work events, as described before. Therefore, people tend to be less likely to go to 

official events. However, in line with Weiss & Cropanzano, (1996, p.18), there is significant 

variability in people’s working attitude over time, which are also associated with showing 

different behaviours. 

 

In the present study, attitudes seem to change over time and so does their perception. People 

with a negative view of alcohol can accept the alcohol limits because it is more in line with 

their own attitude. Hence, they have a more positive perception of fun work events.  
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6. Conclusion 
Should more fun not be fun? And should fun not be something natural and spontaneous? 

The present study gives reasons to doubt that because it has explored a variety of reasons to 

do so. The following chapter aims to answer the research question: “What are the causes 

and consequences of employee’s negative perception on a fun work environment?” 

 

Working environment 

We conclude that the work environment causes different perceptions of fun work events. In 

fact, larger departments cause negative perceptions because employees are not close due to 

less contact. Since people prefer to surround themselves with people they know well, which 

causes negative perceptions on a work environment because the events bring people 

together who have no relationship with each other. In addition, a demanding work 

environment causes a negative perception on fun work events as well in the sense that they 

relate attending these events with the risk of not being able to handle the demands of their 

job.  

 

Work events 

We conclude that managed activities cause employees having negative perceptions of these 

events because they often come with forced participation. However, this does not only apply 

to managed events. Those that offer employees the option to choose the activity they like 

best, can turn a negative perception into a more positive one. Organic events are usually 

voluntarily but they can cause negative perceptions if they come with an expectation to 

attend. In conclusion, a negative perception depends on people’s different understanding of 

“forced”. Referring to what has been said in the beginning of this study, managed fun cannot 

substitute for voluntary and spontaneous fun and the attempt is likely to have 

counterproductive effects (Fineman, 2006, p.280). 

 

Leadership 

We conclude that a transformational leadership style makes employees more motivated to 

follow their vision and agree with what they do, thus it leads to a better relationship between 

them and it causes a positive perception on fun work events that are managed by the leader. 

A logical consequence would be that a leader with whom the employees do not agree with 

causes negative perceptions. However, since the transformational leadership style is 

commonly applied in Swedish companies, so data could be collected on this. If we were to 

conclude which leadership style leads to disagreement and thus, a negative perception of 

work events that are suggested by the leader, we would describe it as authoritarian that does 

not involve employees in the decision-making process.  

 

Personal predisposition 

Work orientation: We conclude that people who refer to their work as “Job” do not like their 

work which is why they are extrinsically motivated, are less satisfied and experience less 

fun at work. As a consequence, they develop a negative perception of the fun events in their 

work environment.  
 

Diversity: We conclude that diversity among the workforce can cause a negative perception 

of the fun working environment. In the present study, cultural differences cause negative 

perceptions of fun work events due to a lack of understanding of the country’s culture of 

expatriates. These negative perceptions are more present in a heterogeneous workforce. We 

can also conclude that a generation gap between employees causes negative perspectives on 

fun work events since heterogenous people in terms of age have less in common. A negative 

consequence of that would be the formation of groups within the company which is 
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counterproductive to the purpose of fostering a team bond. Besides, we conclude that people 

having a family causes them to perceive a fun work environment and attending the fun work 

events as less salient, and thus less positive. We also note that the perceptions can change 

with changing family status, age and probably the degree of familiarity and understanding 

of another culture. Finally, the attitudes of employees can cause a negative perspective on 

a fun work environment, if the fun work events are not congruent with their attitude. 

 

Consequences 

In terms of Fika, we conclude that not setting limits to the length of breaks during the work 

time, may have negative consequences on productivity as people spent one hour of their 

time having Fika. Besides, an unfavourable work environment causes negative feelings such 

as stress. However, we are not aware of the potential consequences of a high level of stress 

at work. In addition, people who do not identify with their work and work environment are 

less motivated and less satisfied, which can influence the productivity of the workers as 

well. Unfortunately, the research did not provide additional insight into negative 

consequences, however the focus was placed on the causes.  

 

Having this in mind, it is reasonable to say that there are several causes which lead to 

employee’s negative perspective of a fun working environment which have negative 

consequences. Creating a fun working environment that includes a variety of different work 

events is not an easy undertaking and has a different implication for managers, as addressed 

in the following section. 

 

6.1 Managerial Implications  
It appears paradox that creating a fun working environment that is supposed to be enjoyable 

requires a high variety of skills to possess by a manager, such as diversity management and 

risk management since creating events within a heterogeneous workforce always implies 

the opportunity to please certain individuals but it comes also with the risk of being 

criticized and causing a counterproductive effect on employees. 

 

However, it lays not in our ability to promote specific solutions since we have seen that the 

success or failure of the attempt to create a fun working environment is variable between 

different companies and their employee’s diversity. However, we believe that the present 

study will help to guide managers to be more aware of the factors that will interfere with 

the implementation process that benefits both the company and its employees.  

 

The perception of what constitutes a fun working environment can affect how organisational 

policies are established. For instance, managers may implement different forms of activities 

and events to promote a fun working environment. The PFWE model could be used to assess 

how employees perceive the current working environment. If managers can gain an 

understanding of what creates a fun working environment, this could guide managers in 

what changes are necessary to create a fun working environment.  

  

Another interesting perspective is how the leadership style can foster or hinder a fun 

working environment by encouraging it or by deliberately ignoring potential benefits for 

their employees because the implementation process of a fun working environment seems 

to be highly challenging. We believe that this study helps leaders to reflect their own attitude 

and behaviour and show the corresponding behaviour in order to help employees perceiving 

them as more authentic and trustworthy and thus, increase their willingness to follow their 

vision. 
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We consider the most important implication for managers to devote more attention towards 

the diversity that may be present in their workforce and try to manage this diversity as it 

will help in the creation process of a fun work event. Practically, we believe that our research 

study supports managers in creating a fun working environment by making them aware of 

the different factors that can interfere with their attempts. Especially important are the 

insights on the importance of diversity among the workforce. Managers should focus on the 

positive aspects that diversity can bring such as fresh ideas and more creativity (Cox & 

Blake, 1991, p. 52). 

 

This study has shown that arranging events which brings people together is a challenge 

within an organisation. Managers cannot please everyone, which is why the creation of a 

fun work environment make considered as a managerial dilemma. 

 

6.2 Theoretical Implications 
As mentioned in the introduction, our research has made three theoretical contributions. 

First of all, the present study offered a new perspective on the existing literature about fun 

at work by pointing out how the negative causes that contribute to a negative perspective of 

employees on a fun working environment. Since this has not been addressed previously, our 

thesis extends the existing studies.  

 

Secondly. this study revealed that heterogeneity among the workforce is a crucial factor to 

consider when studying the role of fun at work activities and thus, contributed theoretically 

by taking, for example, a cultural viewpoint, which has not been applied before. Most of the 

established knowledge is based on US studies, whilst the focus of this research study is on 

employees in Sweden who have different social norms and understandings from the 

established US studies on the subject. 

 

Finally, this study made a methodological contribution by conducting a qualitative research 

and by developing our own Perceptions of a Fun Work Environment (PFWE) model. The 

former one provided us with in-depth insights into individual perceptions of a fun working 

environment. This is an important contribution since nearly all previous research have done 

quantitative research and no model conceptualizing a fun work environment and related 

elements.  

 

6.3 Future Research 
Continuing on what has been said earlier, future research could investigate the role of 

majority and minority groups within the work environment. We indicated that homogenous 

employees tend to form a group within the company because they have more in common. 

However, it seems different for minority groups that from groups for the reason that they 

are different from the majority, which may imply different consequences for the relationship 

being built among the workforce.  

Following this, future research could also address the effectiveness of fun work events and 

what type of activities should be integrated into the work environment in companies with a 

heterogeneous workforce. If they are managed by the organisation people may only gather 

together because they give in to the social pressure within the company and go to events 

they do not even like. On the other side, however, organic work events where management 

lets employees select and organize the work events, only homogenous employees may go 

to the same events. As a consequence, both might have a counterproductive effect on team 

building in the organisation since it either leads to group formation or to people not enjoying 

or hesitate to attend the events. 
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6.4 Limitations 
During the development of this research study, various limitations were identified that may 

influence its quality and the extent to which the research question can be answered.  

Firstly, the relatively small sample size of seven individuals can make it difficult to 

generalize the results. Despite this, the respondent’s answers made it possible to identify 

patterns and establish connections between seem which made it possible to draw 

conclusions based on these similarities and differences. We are aware that access to a larger 

group of participants might have given us better insights into the phenomenon under study. 

Even though a very small sample of already one person would principally be enough in a 

qualitative study using interviews, the researchers want to compensate for the potential risk 

of poor quality of collected data associated with exploratory research. While the seven 

interviews revealed in-depth about the causes that impact their negative perspectives of a 

fun working environment, the research reveals only limited insight into the consequences 

of these negative perceptions. Asking additional questions or increasing the number of 

participants might have overcome this problem 

. 

Secondly, on the one hand, taking a cross-section sample of people enabled us to make 

normative assumptions about the Swedish working environment. On the other hand, this 

cross-section sample made it difficult to generalize the results to certain industry sectors to 

provide a clearer view of the situation within the sector.  

 

Thirdly, the responses by the interviewees can contain biases or be censored due to the 

sensitive nature of the research study which may lead to interviewees being hesitant to give 

true or more detailed information. Thus, the data collected from the interviews could be 

restrained from actual accounts. 
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Table 4: Items on the Fun at Work Climate Scale (McDowell, 2004, p.121) 
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Table 4: Concept of fun at work 
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