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Abstract: From a global and historical perspective, creativity is essential for human progress and profound global change. It is increasingly 

emerging as a valuable quality, especially in the hospitality industry where the creativity of frontline employees is essential to maintain 

high- trust organizations. The purpose of this paper is to propose a conceptual model to understand the influence of happiness at workplace 

and leader humor on employee creativity in the hospitality context. This study employs an integrative review method to comprehensively 

analyse, evaluate, and synthesize existing literature on the research topic, resulting in the creation of a new theoretical framework. It also 

provides valuable guidance for future researchers to empirically test the model. All variables in this study are considered state-like constructs, 

which implies that they can be further developed and refined. Individuals can undergo training in these aspects, and practitioners have the 

opportunity to train employees in fostering creativity within the workplace.   
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1. INTRODUCTION  

Interest in happiness and subjective well-being has surged globally, evidenced by the growing frequency of these terms in books, increasing 

research studies, and government initiatives (Helliwell et al., 2022). In the 21st century, companies prioritize not only the expertise of their 

employees but also emphasize optimizing the quality, functionality, and positive work experience for their workforce (Mauno, Kinnunen, & 

Ruokolainen, 2007). The work experience of employees is intricately connected to the dynamics of mental health within the workplace. 

Workplace happiness and work-related well-being have emerged as crucial factors influencing job performance and job satisfaction (Salas-

Vallina & Alegre, 2021). Amabile’s (1983) research highlights the significance of intrinsic task motivation as a powerful determinant of 

creativity, while positive emotions such as happiness at the workplace are known to foster intrinsic motivation. Additionally, humor in the 

workplace serves as an alternative form of communication that generates positive emotions, contributing to a conducive and enjoyable work 

environment (Romero, Cruthirds, 2006). This paper aims to investigate the impact of happiness at the workplace on employee creativity within 

the context of the hospitality industry. Specifically, it seeks to examine how the relationship between workplace happiness and employee 

creativity may be influenced by the moderating role of leader humor when used in a positive manner. By exploring these dynamics, this study 

aims to shed light on the intricate interplay between positive emotions, intrinsic motivation, leader behavior, and employee creativity in the 

hospitality setting.  Several significant pieces of literature have examined the causes of employee creativity from the viewpoint of leadership 

and have produced some significant findings (Wang and Rode, 2010; Zhang and Bartol, 2010; Rego et al., 2012; Qu et al., 2015; Byun et al., 

2016; Chen and Hou, 2016; Ma and Jiang, 2018; Cai et al., 2019; Koh et al., 2019; Younas et al. However, humour hasn't gotten enough 

attention despite being a crucial element of effective leadership (Yam et al., 2018) and having the power to have a variety of positive effects 

at work (Karakowsky et al., 2020). Recent study has showed that employees prefer humorous leaders over ethical leaders (Yam et al., 2019). 

Studies have been done in this field of research because it is crucial to examine the effect of leader humour on employee creativity (Lee, 2015; 

Li et al., 2019; Hu, 2020; Peng et al., 2020; Yang and Yang, 2021). Humorous leaders consistently inspire their staff members and leave them 

with positive memories (Cooper et al., 2018). 

In a world driven by the pursuit of innovation, the hospitality industry stands out as a highly competitive sector where novelty holds significant 

value. Hospitality brands, in particular, are continuously striving to make a lasting impression on their guests and elevate the standards of  
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customer service. At the core of these endeavours lies the crucial role of creativity (Esling & Devis, 2020). Creativity involves the collaborative 

efforts of individuals or small groups working together to generate ideas that are not only original but also useful and valuable (G. Fischer, 

Giaccardi, Eden, Sugimoto, & Ye, 2005). The generation of creative, innovative, and useful ideas in employees' daily work is influenced by 

both their individual characteristics and the perceived work environment (De Jong & Den Hartog, 2007). The Componential theory highlights 

the significance of leader behavior in shaping subordinates' perceptions of support, which in turn affects their creativity (Do, Budhwar, & Patel, 

2018). According to this theory, the support provided by leaders directly contributes to the enhancement of subordinates' creativity through 

various mechanisms. This includes offering direct support to projects, facilitating the development of subordinates' expertise, and increasing 

their motivation levels. Recognizing the importance of fostering creativity in the hospitality and tourism industry, numerous studies have been 

conducted to explore effective strategies for promoting creativity among employees of hospitality and tourism companies (Pang, Kucukusta, 

& Chan, 2015). Despite the significant efforts made to study and understand employee creativity, it remains a complex and multifaceted 

phenomenon that lacks a comprehensive and well-defined framework (Ouyang, Liu, Gui, 2021). Our attempt contributes to further the 

understanding the ways of enhancing the employee creativity in the hospitality context.  

A leader can be supportive in the workplace, but his behavior can affect employee motivation. Leaders engage in workplace behaviors to 

influence the actions of their followers (Nielsen, Randall, Yarker, & Brenner, 2008). Humor plays a significant role in the workplace as a 

powerful tool for leaders to influence their subordinates (E. J. Romero & Cruthirds, 2006). Leaders can effectively utilize humor as a 

motivational tool to encourage employee commitment and engagement in their work (Romero & Pescosolido, 2008). Leader humor relates to 

leader intentional behavior that aims to entertain employees with humorous communication (Li, Dai, Chin, & Rafiq, 2019) .The use of leader 

humor has positive implications for both employees and teams, including improvements in job satisfaction and employee engagement  and 

increased team performance (Neves & Karagonlar, 2020). Leadership humor has attracted more and more empirical research in recent years 

(Dai, Li, Zheng, Zeng, & Millman, 2023), as leadership is a key component of effectiveness, organizational performance and business success.   

The choice of leader humor as moderator was made for two reasons. First, the use of leader's humor helps to release and reduce stress, thereby 

creating a pleasant feeling for employees, thereby improving their happiness at work and increasing their creativity (Dai et al., 2023). 

Second,leaders self-depreciating humor (a type of humor) has been tested as a moderating variable and studies suggest that future researchers 

should explore other leader humor styles as a boundary condition (F. Yang & Wen, 2021). So this study considers the usage of leader positive 

humor as moderator.  

Sergey Brin, the co-founder of Google, is renowned for his utilization of humor as a leadership tool. Similarly, Tony Hsieh, the CEO of 

Zappos, strongly advocates for the power of humor and actively integrates it into the culture of his company. Hsieh emphasizes the importance 

of finding joy and humor in their daily work at Zappos, recognizing the positive impact it can have on employee satisfaction and overall 

workplace environment. (Hsieh, 2010). The area of leader humor in the hospitality industry is understudied (Cruz, 2022). Our study aims to 

investigate the relationship between happiness at work, leader humor and employee creativity by constructing an integrated model in the 

hospitality industry.  

The study has been organized as follows. The next section describes the literature review and rationale for the hypotheses. The conceptual     

model hence forth is presented in Figure 1. The methodology section of the paper highlights the ways the literature on the research topic is 

evaluated and synthesized. This is followed by theoretical, managerial implications and limitations of the research and the directions for future 

research.  

2. METHODLOGY 

This study adopts an integrative review methodology to conduct a thorough analysis, evaluation, and synthesis of the existing literature 

pertaining to the research topic. By employing this approach, we aim to not only summarize but also identify patterns, gaps, and opportunities 

for new theoretical frameworks to emerge. To gather relevant research articles, we extensively explored reputable sources including academic 

journals, magazines, books, and prominent online platforms such as Google Scholar, Scopus, EBSCO, and Springer. This comprehensive 

approach allows us to access a wide range of scholarly perspectives and ensure the reliability and validity of our findings. By employing a 

rigorous and systematic review process, we strive to provide a comprehensive understanding of the relationships between the constructs under 

investigation and contribute to the existing body of knowledge in the field.  

  

3. THEORETICAL FRAMEWORK 

3.1 EMPLOYEE CREATIVITY (EC) 

  In today's dynamic business environment, adaptability and the ability to cope with rapid change are crucial for organizational success, and 

these traits rely on creativity (Lengnick-Hall, Beck, & Lengnick-Hall, 2011). At Disney, harnessing the wellspring of creativity in our 

employees has been a cornerstone of our enduring success. Through programs offered by the Disney Institute, we empower our employees 

with insights and tools to develop and nurture a creative culture. Our program inspires individuals to embrace their creativity and encourages 

them to "dream it and do it". Creativity, defined as the generation of new and valuable ideas (Amabile, 1996), serves as a fundamental pillar 

for success in highly competitive markets.  Employee creativity refers to the generation of novel and useful ideas by individuals during their 

work (Cheung & Wong, 2011). It is an individual-level phenomenon that encompasses ideas and actions that go beyond existing standards 

or work processes to enhance production or service delivery. In every industry, the need for individuals who can solve problems creatively  

http://www.jetir.org/


© 2023 JETIR August 2023, Volume 10, Issue 8                                                                www.jetir.org(ISSN-2349-5162) 

JETIR2308480 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org e696 
 

 

and work proactively is paramount. Numerous books have emphasized the vital role of employee creativity in enhancing organizational 

innovation, efficiency, survival, and competitiveness. To cultivate employee creativity, three categories of antecedents have been identified. 

Abilityoriented antecedents focus on developing employees' skills, knowledge, and resources to foster creativity (Amabile, Conti, Coon, 

Lazenby, & Herron, 1996). Motivation-oriented antecedents encompass factors that inspire employees to innovate in the workplace. 

Opportunity-oriented antecedents pertain to the contextual environment that provides a favorable climate for creativity. Previous studies have 

highlighted various factors that enhance employee creativity, including leadership style (Sirkwoo, 2015), personality traits (Oldham & 

Cummings, 1996), organizational context (Hon & Leung, 2011), and job characteristics (Cai, Lysova, Bossink, Khapova, & Wang, 2019).  

Intrinsic motivation has been found to be beneficial and crucial for creativity, as previous research suggests (Amabile, 1983). Internal and 

external antecedents, such as personality factors and the feedback environment (Zhang, Gong, Zhang, & Zhao, 2017), supervisory style 

(Nguyen, Hooi, & Avvari, 2023), and rewards (Hon & Kim, 2018), influence creative performance behavior. The power of intrinsic motivation 

is so potent that simply contemplating it can be sufficient to enhance creativity in a specific activity (Hannam & Narayan, 2015). Highly 

creative individuals are often described as completely engrossed in and dedicated to their work (Guilford, 1967). Moreover, individuals who 

exhibit higher intrinsic motivation toward their work consistently produce work that is rated as highly creative (Fischer, Malycha, & 

Schafmann, 2019)  

In the hospitality industry, there is a growing emphasis on encouraging employees and management to embrace creativity in their daily 

operations and guest services. Companies like Hyatt have established boards dedicated to brainstorming innovative changes that can enhance 

the guest experience. Similarly, the Lopesan hotel group organizes seminars to foster employee ideas. When employees and management are 

well-versed in their roles, techniques, and best practices, they have more time and freedom to explore creative ways to improve processes. The 

creativity of frontline hotel staff is particularly important in assessing the overall guest experience (Chien, Yang, & Huang, 2021). Frontline 

workers not only provide high-quality service but also contribute to service innovation through their creative decisions during interactions with 

guests (González-González & García-Almeida, 2021). Additionally, customers have high expectations and seek experiences that not only meet 

but exceed their expectations. To stay competitive, hospitality organizations encourage employees to adopt new service production strategies 

(Ottenbacher, 2007). Frontline workers, due to their direct contact with customers, are in a prime position to discover new ways of delivering 

high-quality and efficient service. The role of employees in shaping the customer service experience and service quality in hospitality 

companies is significant. Service delivery is experiential and interactive, and frontline workers play a crucial part in creating memorable guest 

experiences (Bettencourt & Gwinner, 1996). However, the creativity of frontline hotel workers has often been overlooked by researchers and 

practitioners, who tend to narrowly perceive their work as a series of tasks and routine operations (X. Wang, Wen, Paşamehmetoğlu, & Guchait, 

2021). In reality, service encounters are dynamic interactions involving participants, processes, and physical elements, and any modification 

to these elements creates a new service experience (Arnould & Price, 1993). Frontline workers possess firsthand information about service 

conditions and often need to improvise and personalize their services to meet customer needs (Lai, Lui, & Hon, 2014). Recognizing and 

fostering the creativity of frontline hotel workers can lead to enhanced guest experiences and improved service quality.  

 3.2 HAPPINESS AT WORKPLACE (HAW)  

Happiness at the workplace plays a vital role in enhancing the productivity of an organization. When employees are happy, they are more 

likely to be engaged and motivated in their work, leading to increased focus and attention to tasks (Raišiene, Rapuano, Varkulevičiute, & 

Stachová, 2020). In contrast, unhappy employees may lack the necessary enthusiasm and may not be fully attentive to their responsibilities. 

The concept of "happiness at work" encompasses an individual's overall satisfaction and well-being in both their professional and personal 

aspects (Fisher, 2010). It reflects employees' positive experiences, where work becomes a source of energy, enthusiasm, and meaning (Fisher, 

2010). Happiness at work is described as a positive attitude, enjoyable experiences of an employee (Owler & Morrison, 2020).   

According to Fisher (2010), happiness in the workplace encompasses three key aspects: work engagement, job satisfaction, and affective 

organizational commitment. Work engagement refers to individuals' perception of their work and its various aspects. Job satisfaction and 

positive feelings towards one's job are described through three components: vitality, dedication, and absorption (Bakker & Demerouti, 2008). 

The third aspect is affective organizational commitment, which involves employees' strong identification with and commitment to the 

organization and its goals, leading to a desire to remain with the organization for a longer duration (Levin, Schneider, & Gaeth, 1998). Previous 

studies have consistently demonstrated that happy employees are more productive (Proto, 2016), and innovative (Amabile, 2013), behavior, 

and are more likely to contribute to achieving organizational goals (Friedman & Lobel, 2003). Happiness at work has a positive impact on 

business prosperity, as healthy and happy employees tend to be more productive in the long run. They are capable of delivering better products 

and serving more satisfied customers (Torres & Kline, 2006). Several factors have been identified as influencing happiness at work. These 

include job characteristics such as salary, promotion opportunities, level of danger, and work schedule, as well as organizational factors such 

as company environment and size. Employee characteristics, including gender, age, relationship status, and educational level, also play a role 

in happiness at work (Parker & Hyett, 2011).  

 

The COVID-19 pandemic has brought global attention to the importance of caring for the mental health of frontline workers who face stressful 

and risky situations while serving customers (Søvold et al., 2021). Even prior to the pandemic, the hospitality industry was known for its 

inherent stress (Chiang, Birtch, & Kwan, 2010). In hospitality companies, employees have a significant impact on the customer service 

experience and overall service quality due to the interactive and experiential nature of the service (Teeroovengadum, Nunkoo, Gronroos, 

Kamalanabhan, & Seebaluck, 2019). Therefore, ensuring that employees are motivated and happy becomes a critical issue in delivering 

excellent service. Creating positive emotions and moods among employees is essential for the success of hotel businesses as it improves team 

cohesion, facilitates communication, and reduces workplace stress (Choi, Kwon, & Kim, 2013). The positive state of hotel staff directly 

influences the guest experience (Karatepe, 2013). From service delivery to service withdrawal, the ultimate goal of any hospitality organization  
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is to meet or exceed customer expectations and satisfy guests (Mohsin & Lockyer, 2010). Satisfied customers provide long-term benefits to an 

organization, such as positive word-of-mouth recommendations, reduced marketing costs, customer loyalty, and increased employee job 

satisfaction (Kim, Han, & Lee, 2001).  

  

3.3 LEADER HUMOR (LH)  

Often seen as a positive interaction, humor can help people develop interpersonal relationships (Booth-Butterfield & Wanzer, 2018) and 

shared laughter can help establish similarity and familiarity and belonging to others. Humor is found to be beneficial in alleviating emotional 

events (Abel & Maxwell, 2005). A positive mood in the workplace has been shown to improve co- worker relationships and even potentially 

reduce the negative effects of work stress if used as a coping method (Hadley, 2014). It has also been suggested that positive workplace humor 

can, to some extent, reduce stress in social interactions (Mesmer-Magnus, Glew, & Viswesvaran, 2012).   

Humor as a broader concept is defined as an individual's ability to entertain others (Ruch, 1998). In the workplace, humor is seen as an 

essential method for leaders to influence on subordinates, as the leader has more power and can control the level of humor in the workplace 

(Goswami, Nair, Beehr, & Grossenbacher, 2016). Leader humor has attracted more and more empirical research in recent years (Li et al., 

2019) as leadership is a key component of organizational performance and business success.   

Leader humor is defined as “a behavior exhibited by a leader and directed at a follower for the purpose of amusing followers, and followers 

consider it a purposeful action” (Tan, Wang, & Lu, 2020). Leader humor is a management method that is highly appreciated and widely 

adopted by organizational leaders (Avolio, Howell, & Sosik, 2017). In this context, many researchers have contributed to the topic of leader 

humor in recent years. Studies suggest that humor is a valuable leadership trait (Priest & Swain, 2002). In addition, leader humor (LH) predicts 

job engagement and subordinate deviance, employees' intention to stay, and job performance (Cooper, Kong, & Crossley, 2018) etc. Frontline 

hospitality employees are required to always meet customers with positive emotions such as courtesy, friendliness, and a smile in order to 

satisfy guests, even when these  feelings conflict with their feelings. The COVID-19 pandemic has brought global attention to  care for the 

mental health of frontline workers who work under stressful and risky situations to serve customers (Moreno et al., 2020). Early hospitality 

literature has long focused on a range of negative aspects of employee emotions, such as burnout and stress (Jung & Yoon, 2015), showed a 

need for significant improvement. Psychological working environment for employees. Because happy employees create happy customers in 

the service-profit chain (Myrden & Kelloway, 2015).   

As an act intended to amuse subordinates, a leader's humor brings joy to employees and helps to release negative emotions  (Wu, Ye, Cheng, 

Kwan, & Lyu, 2020). Thus, when led by humorous leaders, frontline hotel staff may be more willing and able to engage in customer service, 

leading to better service outcomes (Pimpakorn & Patterson, 2010).  Hospitality leaders can use humor to get a positive effect (Cheng, Dong, 

Kong, Shaalan, & Tourky, 2023).  

 

 

3.4 HAPPINESS AT WORKPLACE AND EMPLOYEE CREATIVITY 

According to the broaden and build theory, positive emotions such as joy and enthusiasm can expand people's temporary stores of thoughts 

and actions and strengthen their long-term personal resources (Fredrickson, 2004). Studies show that feeling positive at work helps employees 

reduce stress in the workplace and helps them think more creatively. Positive emotions increase the desire to explore and absorb new ideas, 

seek out new information and develop their own potential, and promote personal creativity (Wright & Cropanzano, 2004). Happiness at work 

stimulates employees to maximize their performance and makes them realize their potential, which in turn creates organizational well-being 

(Huhtala & Parzefall, 2007). In-depth interviews with eighteen world-renowned chefs reveal that a state of happiness and even an obsession 

with fine dining is crucial for chefs to be creative at work (Stierand, Dörfler, & Macbryde, 2014). For these reasons, we thus hypothesize:   

 

H1: Happiness at work place (job satisfaction, organisational commitment, employee engagement) will influence the creativity among 

employees.  

  

 

3.5 LEADER HUMOR AND HAPPINESS AT WORKPLACE 

Another study also extended the literature by emphasizing that leader humor significantly predicts retention intention, job satisfaction, 

affective organizational commitment, and job performance through LMX and positive emotions (Robert, Dunne, & Iun, 2015). Leaders positive 

humor can effectively reduce the psychological distance between superiors and subordinates, helping to create a good communication 

atmosphere between leaders and subordinates (Romero & Pescosolido, 2008). Management scholars propose the “leader humor strategy” 

(Wang, 2022), which is used to guide business leaders to rationally implement humorous behaviors in the workplace, stimulate the feelings, 

attitudes and positive working behavior of subordinates.   

Leader humor was found to be more strongly associated with followers' outcomes than leader humor (Wisse & Rietzschel, 2014). A previous 

meta-analysis of positive workplace humor Mesmer-Magnus et al. (2012) was also identified. The authors reviewed 49 studies on the use of 

positive humor in the workplace and found that a positive sense of humor was associated with good physical and mental health and reduced 

workplace stress and promote effective performance in the workplace. For these reasons, we posit as:   

H2: Leader humor when used positively influences the employee happiness a workplace.  
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 3.6 LEADER HUMOR AND EMPLOYEE CREATIVITY  

Leader humor is social behavior performed by leaders to delight employees (Cooper et al., 2018). Substantial studies have found that leaders 

with a sense of humor produce a series of positive results on employees’ attitudes and behaviors, such as obtaining greater support from them 

(Mao et al., 2017), minimizing their withdrawal behaviors (Mesmer-magnus et al., 2012), promoting their organizational citizenship behaviors 

(Cooper et al., 2018), and enhancing their perceived wellbeing, work commitment, and innovation (Arendt, 2006; Ünal, 2014). In light of 

previous research, the current study proposes that leader humor promotes employee creativity. First, according to the broaden-and-build theory, 

compared to negative affect, positive affect broadens the momentary thought action repertoire and builds lasting personal resources, which 

prompts individuals to discard time-tested or automatic behavioral scripts and to pursue novel, creative, and often unscripted paths of thought 

and action (Fredrickson, 1998). In this respect, the expression of positive change through leader humor may stimulate creativity. Second, 

humorous leaders have the ability to foster a sense of closeness among employees, eliminating hierarchical differences between them (Romero 

and Cruthirds, 2006; Kim et al.,2016) and creating a more open communication environment (Mao et al., 2017).After the experimental work 

by Cooper et al. (2018), a leader's sense of humor can be a unique interpersonal resource that a leader can use to influence behavior beyond an 

employee's role for direct benefit for the organization. Indeed, creativity is considered an important aspect of extra-role behavior (Islam & 

Tariq, 2018). First, when a leader displays humor verbally or nonverbally, employees are happier and more engaged (Bakker, 2022). Second, 

because of humorous behavioral norms, humor leaders can not only reduce formal hierarchical differences and promote informal 

communication (Lunenburg, 2010), but also creates an environment of open communication. Organizations should encourage managers to use 

positive humor to improve employee engagement in the workplace, which in turn will lead to creative results (G. Yang, 2021). Li et al. (2019) 

reported a significant and positive correlation between a leader's sense of humor and employee creativity. Firstly, leaders should view humor 

as a kind of personal resource to enhance employee creativity. Secondly, leaders and employees should be interested in socializing. Employees 

who face a leader's positive humor feel liberated from workplace pressures. It thus provides the foundation for employees to express their 

creative ideas freely. Third, leader humor conveys the leader’s trust and support for employees, which helps form a high-quality leader–

subordinate relationship. Based on the principle of reciprocity, to maintain this relationship, employees are more likely to work hard to improve 

or change their workflow in innovative ways (Zhang and Su, 2020). For these reasons, we predict:  

  

H3: Leader humor is positively associated with employee creativity. 

 

 

 

 

4. CONCEPTUAL FRAMEWORK 

 

 Based on the theoretical framework we propose the conceptual model to be tested in Fig 1.  

  

  

  

  
 

  

 

 

 

 

 

 

 

 

 

 

Fig   .  1 Conceptual    model   
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5. IMPLICATIONS 

 
  5.1 THEORETICAL IMLICATIONS 

 
 The conceptual paper on the moderating influence of leader humor enhances our understanding of happiness at work by emphasizing its 

importance and its impact on creative performance behavior. It provides a theoretical framework that suggests a positive relationship between 

happiness at work and employees' creative performance behavior. This underscores the significance of fostering positive work environments 

that prioritize employee well-being and creativity. Additionally, the paper recognizes leader humor as a key moderator in this relationship. It 

introduces leader humor as a potential mechanism through which leaders can amplify the positive effects of happiness at work on creative 

performance behavior. By highlighting leader humor as a moderator, the paper delves into the complex dynamics between happiness, leader 

behavior, and employee creativity, providing valuable insights into the underlying processes at play. It highlights that leader humor can either 

strengthen or weaken the positive influence of happiness at work on creative performance behavior, depending on how it is employed by 

leaders. These findings contribute to a more nuanced understanding of the interplay between individual and contextual factors in shaping 

employee creativity and emphasize the role of leaders in creating a conducive work environment for fostering creative outcomes.  

 

  

5.2 MANAGERIAL IMPLICATIONS 

 
This study elucidates the importance of happiness at workplace and its role as a key variable that enhances the creativity among the 

employees. A positive work experience helps employees reduce work stress and think more creatively. Employee creativity is critical to a 

company's competitiveness, so it is important for managers to be aware of ways to increase employee creativity. As an effective form of 

interaction within an organization, managerial humor has been proven to correlate with good employee performance. The study identifies 

the moderating role leader humor as how leader humor when used in positive ways influence the happiness at workplace and employee 

creativity relationship. Employee creativity is essential to an organization's competitiveness, so it is very important for managers and 

organizations to understand how to increase employee creativity First, as leader humor can improve employee creativity, we suggested that 

companies with high requirements for creativity should emphasize on leader humor. Second, in hiring process the HR department can place 

lot of value on the humor abilities of the candidates being hired especially for the role of a leader. In addition, leadership training programs 

such as the Humor Module (Goswami et al., 2016) help existing frontline and middle-level managers understand the importance of leader 

humor and acquire themselves with relevant skills to exhibit such behaviours in their daily interactions with employee.  

  

 

6. LIMITATIONS AND FUTURE DIRECTIONS  

 
All possible efforts have been done to collect relevant reviews to put forward the proposed model, however there’s always a chance of 

subjectivity in the conceptual setting. The future studies should conduct empirical investigations of the proposed model to establish its 

validity in a given context. Moreover, this model can be tested for culture differences to enhance its generalizability. Future studies may 

always reconsider the study from a different perspective and propose a different and enriching model.  

In order to advance our understanding of the relationship between employee creativity, workplace happiness, and leader humor in the 

context of the hospitality industry, several avenues for future research can be explored. Firstly, investigating the mediating mechanisms can 

provide valuable insights into the underlying processes that connect these variables. For example, exploring the mediating role of intrinsic 

motivation can help elucidate how workplace happiness influences employee creativity. Similarly, examining the mediating role of 

psychological empowerment can shed light on the impact of leader humor on employee creativity. Additionally, studying the mediating role 

of perceived organizational support can offer insights into how these factors collectively contribute to employee creativity.  

  

Understanding the boundary conditions of the relationship between workplace happiness, leader humor, and employee creativity is another 

important research direction. Exploring the moderating effect of individual characteristics, such as personality traits and cultural background, 

can help identify the conditions under which workplace happiness and leader humor have the strongest influence on employee creativity. 

Similarly, investigating the impact of organizational factors, such as organizational culture and leadership style, can provide insights into 

the contextual factors that shape the relationship between these variables.  

 The role of organizational support in fostering employee creativity deserves further investigation. Research could explore the impact of 

organizational support systems, such as training programs and resource allocation, on enhancing employee creativity in the hospitality 

industry. Additionally, understanding the influence of supervisor support and peer support on the relationship between workplace happiness, 

leader humor, and employee creativity can provide valuable insights for organizations seeking to create a supportive and creative work 

environment. Cross-cultural studies can contribute to our knowledge by examining the relationship between workplace happiness, leader 

humor, and employee creativity in different cultural contexts within the hospitality industry. Comparing the influence of these factors between 

Eastern and Western hospitality organizations can help identify cultural variations and inform the development of culturally sensitive 

strategies to foster employee creativity.  

  

Longitudinal studies can provide insights into the long-term effects of workplace happiness, leader humor, and employee creativity on 

organizational performance and innovation in the hospitality industry. By examining the dynamic nature of these relationships over time, 

researchers can gain a deeper understanding of the processes and factors that sustain and enhance employee creativity.  

Intervention studies aimed at increasing workplace happiness and leader humor can offer practical implications for organizations. By 

designing and implementing interventions, researchers can evaluate their effectiveness in fostering employee creativity in the hospitality 

industry. This knowledge can inform the development of best practices for organizations seeking to cultivate a creative and positive work 

environment. Finally, multi-level analysis can help uncover the impact of organizational-level factors, such as organizational climate and 

strategic orientation, on the relationship between workplace happiness, leader humor, and employee creativity. Additionally, investigating  
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team-level factors, such as team cohesion and diversity, can shed light on how these variables interact within teams to influence employee 

creativity.  
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