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Purpose: This paper aims to redefine happiness goals and explore the conditions and mechanisms through which these redefined 
happiness goals influence work-related outcomes.
Methods: The study developed and validated scales for self-focused happiness and other-focused happiness through exploratory 
factor analyses of 244 employees and confirmatory factor analyses of 300 employees. The proposed theoretical model was subse-
quently tested using a time-lagged analysis with data from 556 supervisor-employee dyads.
Results: The findings provide strong evidence for the categorization of happiness goals into self-focused happiness and other-focused 
happiness. Furthermore, both self-focused and other-focused happiness significantly contribute to work-related vigor, subsequently 
influencing employee creativity. Additionally, the impact of these happiness goals on vigor and creativity is contingent upon the 
availability of job resources.
Conclusion: This study highlights the substantial role of self-focused and other-focused happiness in enhancing employee vigor and 
creativity. However, the extent of these effects depends on the level of available job resources. These outcomes carry notable 
implications for the fields of positive psychology, positive organizational behavior, and creativity.
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Introduction
The pursuit of happiness has perennially been a central human aspiration.1,2 In academia, this pursuit has been found to 
be a predictor of some outcomes. For example, Lin and Chan demonstrated that happiness motives influenced well-being 
outcomes.3 Gentzler et al found a correlation between happiness goals and an array of social and emotional outcomes in 
youth.4 Jia et al found that eudaimonic motivation predicted adolescents’ positive affect and life satisfaction.5

While prior research offers invaluable insights, it predominantly focuses on individual happiness, such as happiness 
motives3 and happiness goals,4 overlooking instances where happiness goals revolve around the happiness of others. 
Additionally, prior research has largely examined the impact of the pursuit of happiness on life and affective outcomes, 
such as positive affect and life satisfaction,5 while rarely delving into its influence on work-related outcomes. 
Furthermore, the scientific exploration of the circumstances and mechanisms through which the pursuit of happiness 
yields desirable outcomes remains in its early stages. Therefore, in the following sections, we synthesize insights from 
the fields of psychology and organizational behavior, offering a fresh perspective on defining happiness goals, and report 
our findings on the conditions and mechanisms through which these redefined happiness goals can influence work-related 
outcomes.

Researchers posit that happiness comprises two components: an affective component and a meaning component.6 The 
affective component emphasizes individual needs, while the meaning component emphasizes transcending oneself.6,7 
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This paradigm suggests that aiding others in achieving happiness can become a personal objective. In light of this 
perspective, we propose that there are two goals toward which the pursuit of happiness can be directed: self-focused 
happiness, which pertains to personal well-being, and other-focused happiness, where fulfillment stems from the 
happiness of others.

Furthermore, goals shape the subjective meaning and value people attribute to events, thus molding their 
experiences.8 In this study, we consider work-related vigor, a positive affective response to one’s ongoing interactions 
with significant elements in one’s job and work environment,9 to be a work-related outcome. The study of work-related 
vigor has the potential to shed light on human goals at work,10 and work-related vigor can often be considered an 
indicator of a person’s optimal psychological functioning.11,12 We believe that in order to achieve happiness goals, people 
engage in a variety of activities that can increase their work-related vigor.

While the pursuit of both self-focused and other-focused happiness can positively influence work-related vigor, we seek to 
ascertain under what circumstances one might have a stronger effect than the other. Prior research suggests that individual 
experiences within organizations are co-shaped by the interplay of individual characteristics and contextual factors.13 The concept 
of vigor is rooted in conservation of resources theory.9,11 One aim of this article is to discuss the differences in the impact of self- 
focused and other-focused happiness on work-related vigor when individuals have varying job resources. We argue that other- 
focused happiness can only be achieved through other-focused behaviors, while self-focused happiness can be achieved through 
both self-focused and other-focused behaviors. Limited resources, such as time or energy, often lead to a competitive orientation 
among people, causing them to prioritize activities that are self-centered.14,15 At this point, self-focused happiness may have 
a greater impact on work-related vigor than other-focused behaviors. However, resourcefulness can stimulate other-focused 
behaviors.16 Under such conditions, the positive influence of other-focused happiness on work-related vigor significantly 
increases. Other-focused happiness can have a greater impact on work-related vigor than self-focused happiness.

While we have primarily focused on work-related vigor as a proximal psychological outcome of happiness goals, it 
could also serve as a conduit, transmitting the effects of happiness goals to downstream outcomes. In this study, we 
specifically examine employees’ creativity, conceptualized as the production of novel and useful ideas, insights, or 
problem solutions.17–19 We argue creativity is an important outcome to consider because it naturally emanates from 
employee vigor and plays a crucial role in enhancing employee performance and facilitating enterprise 
development.11,20,21 The second objective of this article is to examine whether self-focused happiness and other- 
focused happiness can influence employee creativity through work-related vigor.

Combining the above discussions, we further propose that the third objective of this article is to explore the 
differential impact of self-focused happiness and other-focused happiness on employee creativity through work-related 
vigor when work resources vary. We argue that when job resources are plentiful, other-focused happiness has a stronger 
indirect effect on employee creativity than self-focused happiness. In contrast, when job resources are scarce, self- 
focused happiness has a stronger indirect effect on employee creativity than other-focused happiness.

Our proposed model is presented in Figure 1. Through this research, we aim to make several significant theoretical 
and empirical contributions. Theory-wise, we utilize insights from psychology and organizational behavior to extend and 

Figure 1 Theoretical Model.
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enrich understanding of happiness experiences and innovation. Specifically, we introduce the concepts of self-focused 
and other-focused happiness, delineating their distinct processes and impacts, and thereby emphasizing the importance of 
differentiating between various means of pursuing happiness. On the empirical front, we investigate job resources as 
a moderating variable, underscoring that firms can indirectly influence the relationship between happiness goals and 
employees’ work-related vigor and creativity by providing suitable job resources.

Literature Review and Model Development
Self- and Other-Focused Happiness
We define happiness goals as the objective of enhancing one’s own happiness and that of others. Happiness is argued to 
be a comprehensive, subjective appraisal of the perceived quality of one’s life.6,22 It comprises two essential components: 
(1) an affective facet, denoted by a predominance of positive emotions over negative ones, and (2) a meaning facet, 
denoted by a sense of purpose and value permeating one’s life.6,23,24

The affective component appears to be deeply anchored in the satisfaction of one’s personal needs and desires,7 while 
the meaning component is often linked with engagement in causes that transcend the self.6 The meaning component is 
associated with performing positive acts for the benefit of others.7 Assisting others—including contributing to their 
happiness—instills a sense of meaning, which can indirectly boost the helper’s own happiness. Therefore, individuals 
may perceive both personal happiness and the happiness of others as integral facets of their happiness goals.

Based on this understanding, we categorize happiness goals into two types: (1) the goal of self-focused happiness, 
which is centered around cultivating one’s own happiness, and (2) the goal of other-focused happiness, defined by the 
aim to augment others’ happiness. Given the positive correlation between the affective and meaning components of 
happiness,7 we propose that these two happiness goals are fundamentally intertwined. Individuals may simultaneously 
desire to enhance both their own and others’ happiness.

While self-focused and other-focused happiness goals are intrinsically related, they are distinct from the similar 
constructs of hedonic and eudaimonic motives. Hedonic motives, eudaimonic motives, and self-focused happiness goals 
are all centered around the actors’ desire to benefit themselves. However, whereas hedonic motives prioritize the pursuit 
of enjoyment and pleasure and avoidance of discomfort,25–27 eudaimonic motives underscore the strive for self- 
actualization and the realization of one’s true potential,26,27 and self-focused happiness emphasizes the pursuit of both 
enjoyment and personal development. In contrast to all three, other-focused happiness involves aspiring to elevate the 
pleasure and development of others.

Prior research offers some preliminary support for this classification. Crocker and Canevello demonstrated that when 
individuals interact with others, they harbor self-image goals and compassion goals (eg, providing support for others).28 

Similarly, motives in informal mentoring scenarios have been segregated into self-focused and other-focused motives. 
The latter specifically targets improving the protégé’s welfare.29–31

Self- and Other-Focused Happiness and Work-Related Vigor: The Moderating Role of 
Job Resources
Work-related vigor encapsulates three key facets: physical strength, emotional energy, and cognitive vitality.11,32 These 
facets interact and form a resource pool11 whose level may be affected by subsequent resource-providing and resource- 
draining processes and events.33

Drawing from happiness research, we argue that other-focused happiness is primarily achieved through participation 
in prosocial or helping activities,34,35 which impact resource-providing and resource-draining processes. Prosocial 
activities can foster high-quality relationships,36 fortifying physiological resourcefulness by strengthening the cardiovas-
cular, immune, and neuroendocrine systems,37 and helping employees gain access to diverse information and 
viewpoints,38 thereby enhancing their cognitive vitality. Additionally, focusing on how their actions benefit others can 
enhance employees’ empathic abilities.36,39 Furthermore, the experience of helping others fosters other-focused attention, 
shielding employees from energy expenditure caused by personal problems, distress, and frustrations.39 Therefore, other- 
focused happiness has the potential to increase employees’ work-related vigor.
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Conversely, self-focused happiness can be achieved through both self-focused and other-focused activities. It also influences 
employee vigor via resource provision and consumption processes. For instance, in their pursuit of personal growth, employees 
may engage in learning at work, which increases their exposure to many vital sources of information and enhances their cognitive 
vitality—a key component of vigor.40 Employees may also partake in restorative activities, thereby replenishing their physical and 
mental energy reserves for work.33,41 Additionally, employees can achieve self-focused happiness through positive reciprocal 
relationships, which in turn drive them to engage in other-focused behaviors. These other-focused behaviors can aid employees in 
gaining physical, cognitive, and emotional energy.37,39,42 Consequently, self-focused happiness can also enhance employees’ 
work-related vigor.

The influence of job resources on the relationship between happiness goals and work-related vigor is also important. 
We propose that job resources have a stronger impact on the correlation between other-focused happiness and work- 
related vigor than on the link between self-focused happiness and work-related vigor. This is because other-focused 
activities are more bounded by job resources and likely gives the individual more leeway.43

Building upon our prior assertions, it’s important to note that while other-focused behaviors are a crucial means to realize 
other-focused happiness, achieving self-focused happiness depends on both self-focused and other-focused behaviors. Situations 
where job resources are scarce incites a competitive orientation, prompting individuals to withdraw from other-focused 
behaviors.14,15 As a result, the positive impact of other-focused happiness on work-related vigor is considerably diminished, 
while the positive influence of self-focused happiness on work-related vigor declines only slightly.

When job resources are abundant, the dynamics may shift. This is primarily because resourcefulness (ie, a perceived state of 
abundant resources) can stimulate other-focused behaviors.16 Under such conditions, the positive influence of the pursuit of other- 
focused happiness on work-related vigor markedly increases, and the positive impact of self-focused happiness on work-related 
vigor only slightly increases. Therefore, when organizations furnish more job resources, other-focused happiness may have 
a stronger positive effect on work-related vigor than self-focused happiness.

Given the above considerations, we predict:

Hypothesis 1: The effects of self- or other-focused happiness on work-related vigor are moderated by job resources, such 
that (a) when job resources are plentiful, other-focused happiness has a stronger effect on work-related vigor than self- 
focused happiness, and (b) when job resources are scarce, self-focused happiness has a stronger effect on work-related 
vigor than other-focused happiness.

Work-Related Vigor and Creativity
Creativity is a function of cognitive flexibility as well as perseverance and persistence.19 Work-related vigor belongs to 
the family of positive affects.11 According to the broaden-and-build theory of positive affect, positive emotions are 
known to expand thought-action repertoires.44,45 In the workplace context, work-related vigor broadens cognitive scope 
and promotes flexibility,45,46 which aids in generating creative solutions.19,47 In addition, work-related vigor entails the 
perceived abundance of physical, emotional, and cognitive resources,48 thereby enabling employees to better handle the 
challenges inherent in creative activities.47,49 Furthermore, work-related vigor can help individuals gain or build 
additional resources by initiating an upward spiral,44,50,51 which is conducive to persisting at creative tasks.45 For 
these reasons, we posit that work-related vigor is positively correlated with creativity.

Integrating the impacts of happiness goals on work-related vigor, we propose the following:

Hypothesis 2: Work-related vigor mediates the relationship between (a) self- and (b) other-focused happiness and 
employee creativity.

The Comprehensive Model
Hypothesis 1 proposes that job resources moderate the relationship between happiness goals and vigor. Specifically, when 
job resources are abundant, other-focused happiness exerts a stronger influence on work-related vigor than self-focused 
happiness. Conversely, when job resources are scarce, self-focused happiness has a stronger impact on work-related vigor 
than other-focused happiness. Hypothesis 2 proposes that work-related vigor mediates the relationship between happiness 
goals and employee creativity. Combining these predictions, we propose an overall model, which is as follows:
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Hypothesis 3: The indirect effect of self- or other-focused happiness on employee creativity through work-related vigor is 
moderated by job resources, such that (a) when job resources are plentiful, other-focused happiness has a stronger 
indirect effect on employee creativity than self-focused happiness, and (b) when job resources are scarce, self-focused 
happiness has a stronger indirect effect on employee creativity than other-focused happiness.

Method
Samples and Procedures
We conducted a three-wave survey (Time 1, Time 2, and Time 3) using data collected from employees and their direct supervisors. 
The study was pre-registered at the following link: https://doi.org/10.17605/OSF.IO/VF7X9. To recruit participants, we reached 
out to several high-tech companies in Central China through our social networks. These companies provided ideal sample pools 
because employee creativity was highly valued and observable within their organizations. With the assistance of the human 
resources department staff, all data were collected on-site during working hours by either the authors or research assistants. The 
participants were informed about the purpose of the study, in accordance with the Declaration of Helsinki.

At Time 1, employees were asked to provide information regarding their self-focused happiness, other-focused 
happiness, job resources, and demographic details. A total of 701 completed questionnaires were received, constituting 
an 86% response rate. One month later, at Time 2, the same 701 employees were asked to report on their work-related 
vigor. We obtained 627 usable questionnaires devoid of missing data, corresponding to an 89% response rate. At Time 3, 
the immediate supervisors of these 627 employees were invited to evaluate the employees’ creativity. We received usable 
responses from 165 supervisors, a response rate of 93%. By pairing the questionnaires using a unique identification code, 
we successfully matched the questionnaires of 556 employees with those of 165 direct supervisors.

The final sample of employees comprised 56.3% males, with 79.3% holding at least a college degree. Their average 
age was 31.98 years (SDage = 5.34), and their average organizational tenure was 4.91 years (SDtenure = 4.08). Among the 
supervisors, 60.0% were male, while 63.0% held at least a college degree. Their average age was 33.33 years (SDage = 
8.14), and their average organizational tenure was 10.60 years (SDtenure = 8.36). No significant differences in terms of 
gender, age, education level, or organizational tenure were found between the final sample of employees and those who 
had dropped out at some point during the study.

Measures
Unless stated otherwise, all survey items were originally formulated in English. To ensure consistency in meaning, we 
followed Brislin’s translation and back-translation procedure.52 Participants responded to all items on a seven-point 
Likert scale, ranging from 1 (strongly disagree) to 7 (strongly agree).

Self-Focused Happiness/Other-Focused Happiness (T1)
Due to the unavailability of existing measures, we followed Hinkin’s scale development procedure to develop and validate the 
measures for self-focused happiness and other-focused happiness.53 Drawing from the happiness literature54–56 and subjective 
well-being literature,4,5 we initially generated four items for each construct. The items for self-focused happiness included: “I 
strive to enhance my emotional well-being”, “I seek greater happiness in life”, “I aim to avoid unpleasant experiences”, and “I try 
not to feel bad”. The items for other-focused happiness were: “I strive to enhance the emotional well-being of others”, “I seek to 
bring happiness to others”, “I aim to help others avoid unpleasant experiences”, and “I try to prevent others from feeling bad”.

In the next phase, we enlisted the aid of 12 organizational behavior-specialized professors to assess the items’ alignment with 
the constructs the items were intended to assess. These experts were asked to evaluate them using a 7-point scale, ranging from 1 
(Item is an extremely poor match) to 7 (Item is an extremely good match). The results revealed strong alignment, with an average 
score of 6.13 for self-focused happiness items and 5.88 for other-focused happiness items. Furthermore, there was significant 
agreement among the evaluators for both measures, with interrater agreement values of 0.89 and 0.88 for self-focused happiness 
and other-focused happiness, respectively. This suggests that our measures possess robust content reliability.

Moreover, a different sample (n = 244, with 42.2% male participants, average age = 31.25 years, average tenure = 5.89 years) 
was used to assess the scales’ factor structure. This data was collected via the Credamo platform. An exploratory factor analysis 
(EFA) revealed two factors with eigenvalues over 1.00. Both the self-focused happiness items (with factor loadings ranging from 
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0.70 to 0.96) and the other-focused happiness items (with factor loadings ranging from 0.73 to 0.89) displayed satisfactory 
loadings. Additionally, the scales were highly internally consistency, with Cronbach’s alpha coefficients of 0.868 for self-focused 
happiness and 0.881 for other-focused happiness. The correlation between the two measures was determined to be 0.35. Overall, 
these results corroborate the proposed factor structure of our measures.

In our final step, we tested the convergent and discriminant validity and the nomological network of the newly developed 
scales using a separate sample (n = 300). This sample was comprised of 47.3% male participants, with an average age of 32.75 
years and an average tenure of 6.60 years. Data was collected via the Credamo platform. We first combined the self-focused 
happiness and other-focused happiness scales into a single factor for confirmatory factor analysis (CFA). Our findings indicated 
that a two-factor model fit the data significantly better than a one-factor model (Δχ2(1) = 570.37, p < 0.001).

Second, we considered hedonic and eudaimonic motives (hedonic motives α = 0.910, eudaimonic motives α = 
0.929).25 Consistent with expectations, the self-focused happiness scale displayed positive correlations with both hedonic 
motives (r = 0.31, p < 0.001) and eudaimonic motives (r = 0.17, p < 0.001), while the other-focused happiness scale did 
not show significant correlations with hedonic motives (r = 0.02, p > 0.01) or eudaimonic motives (r = 0.00, p > 0.01). 
Furthermore, confirmatory factor analysis demonstrated that a four-factor model fit the data significantly better than 
alternative models (p < 0.001 for all model comparisons).

In addition, we gathered data from employees regarding their perceptions of emotional support from coworkers (α = 
0.856),57 self-sacrificial leadership (α = 0.909),58 and relational conflict (α = 0.828).59 In line with our expectations, we 
found that emotional support was positively correlated with other-focused happiness (r = 0.29, p < 0.001), but showed no 
correlation with self-focused happiness (r = −0.10, p > 0.01). Likewise, self-sacrificial leadership was positively 
associated with other-focused happiness (r = 0.28, p < 0.001), yet bore no relation to self-focused happiness (r = 
−0.09, p > 0.001). Interestingly, relational conflict was negatively correlated with other-focused happiness (r = −0.38, p < 
0.001), but was positively correlated with self-focused happiness (r = 0.16, p < 0.001).

To further validate our measurement model, alternative model tests were conducted. The results consistently 
demonstrated that the five-factor measurement model, which included self-focused happiness, other-focused happiness, 
emotional support, self-sacrificial leadership, and relational conflict, provided a significantly better fit to the data 
compared to alternative models (p < 0.001 for all model comparisons). Taken together, these findings provide strong 
evidence for the discriminant validity, convergent validity, and criterion validity of our measures.

In our main study, the Cronbach’s α coefficient for both scales was 0.915. Results of confirmatory factor analyses 
indicated that the two-factor measurement model fit the data well (χ² = 55.965; df = 19; CFI = 0.989, TLI = 0.983, 
RMSEA = 0.059, SRMR = 0.019) and better than a one-factor model (Δχ2(1) = 1312.5, p < 0.001).

Job Resources (T1)
We measured job resources using the four-item scale used by Du et al.60 This scale includes two subscales: feedback and social 
support. A sample item from the feedback subscale is: “I receive sufficient information about the results of my work”. A sample 
item of the social support subscale is: “If necessary, I can ask my colleagues for help”. The Cronbach’s α of this scale was 0.894.

Work-Related Vigor (T2)
We measured vigor using the Shirom-Melamed Vigor Measure (SMVM),9 which asks respondents to indicate how often 
they experience each of several feeling states in the last 30 days. This scale consists of three subscales: physical strength 
(five items; eg, “At work, I feel full of pep”), emotional energy (four items; eg, “I feel able to be sensitive to the needs of 
coworkers and customers”), and cognitive liveliness (five items; eg, “At work, I feel I can think rapidly”). Responses 
ranged from 1 (never or almost never) to 7 (always or almost always). The Cronbach’s α coefficient for this scale was 
0.950.

Employee Creativity (T3)
We evaluated employee creativity using the 4-item scale developed by Farmer et al.61 An example item from this scale is: 
“This employee seeks new ideas and ways to solve problems”. The Cronbach’s α for this scale was 0.901.
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Control Variables (T1)
In our study, we controlled for employee gender (0 = male, 1 = female), age (in years), education level (rated from 1 for 
a college degree or lower to 4 for a doctoral degree), and organizational tenure (in years). This was based on the 
understanding that males and females may exhibit different average levels of physical vigor and emotional energy.11,32 

Furthermore, age has been found to be associated with vigor.33,51 Also, factors such as organizational tenure and level of 
education may potentially impact creativity.42,49 Notably, even though we factored in these variables while testing our 
hypothesized model, the results remained consistent when these variables were excluded.

Analytic Strategy
We utilized Mplus8 and RStudio software for hypothesis testing. Considering the nested structure of our data, we 
implemented a mixed-effects regression model to account for non-independent influences within teams.62 To evaluate 
whether self-focused and other-focused happiness exert different effects on work-related vigor conditionally, we con-
ducted a difference test at both “higher” and “lower” values of job resources.63 This test essentially compares the 
disparity between coefficient estimates on dependent variables from an identical sample.

To assess the indirect effects, we incorporated estimates of both self-focused and other-focused happiness on vigor, 
along with vigor on employee creativity, into the Monte Carlo simulation. An indirect effect is deemed to be present if 
the resultant 95% confidence intervals (CIs) exclude zero. In order to investigate whether self- and other-focused 
happiness have distinct indirect effects on employee creativity, we applied the Monte Carlo simulation approach, running 
20,000 repetitions, to examine the 95% CIs at both “higher” and “lower” job resource values.

Results
The descriptive statistics for and correlations between the variables are presented in Table 1.

Preliminary Analyses
Prior to hypothesis testing, we conducted confirmatory factor analyses. The results showed that the hypothesized five- 
factor model (self-focused happiness, other-focused happiness, job resources, work-related vigor, and employee creativ-
ity) demonstrated a good fit with the data (χ² = 361.325; df = 142; CFI = 0.974; TLI = 0.968; RMSEA = 0.053; SRMR = 
0.053) and exhibited better fit than alternative models. These findings support the factorial validity of the measures. To 
address potential common method bias, we performed a common method bias test following Podsakoff et al.64 We added 
a latent common method factor to the same-source four-factor model and found that the addition of this factor did not 
improve the fit (Δχ²(15) = 19.779, p > 0.05). Thus, there is no evidence of common method bias in this study.

Test of Hypotheses
To investigate Hypothesis 1, which suggests that the influence of self- or other-focused happiness on work-related vigor 
is contingent upon job resources, we conducted an analysis examining the effects of self-focused happiness, other- 

Table 1 Means, Standard Deviations, and Correlations Among Variables

Variable M SD 1 2 3 4 5 6 7 8 9

1. Gender 0.44 0.496 1.000
2. Age 31.98 5.339 −0.051 1.000

3. Education 1.94 0.598 0.069 −0.118** 1.000

4. Organizational tenure 4.91 4.083 0.038 0.597** −0.125** 1.000
5. Self-focused happiness 4.58 0.917 0.016 −0.012 −0.012 0.046 1.000

6. Other-focused happiness 4.18 0.901 0.019 0.017 −0.050 0.092* 0.384** 1.000

7. Job resources 4.26 0.908 −0.038 0.008 0.015 0.032 0.329** 0.370** 1.000
8. Work-related vigor 4.28 0.803 −0.070 −0.023 −0.046 0.012 0.452** 0.386** 0.370** 1.000

9. Employee creativity 5.00 0.951 0.063 −0.033 0.006 0.021 0.221** 0.235** 0.206** 0.260** 1.000

Notes: N=556; all variables are unstandardized. Gender: 0 = male; 1 = female. Education: 1 = college degree or lower; 2 = bachelor’s degree; 3 = master’s degree; 4 = 
doctorate degree. *p < 0.05, ** p < 0.01.
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focused happiness, the interaction term between self-focused happiness and job resources, and the interaction term 
between other-focused happiness and job resources on work-related vigor. The results, presented in Table 2, support our 
hypotheses. We found significant positive relationships between both self-focused happiness and work-related vigor (β = 
0.279, p < 0.001) and other-focused happiness and work-related vigor (β = 0.166, p < 0.01). Additionally, both 
interaction terms, that is, the interactions between self-focused happiness and job resources (β = 0.132, p < 0.05) and 
between other-focused happiness and job resources (β = 0.275, p < 0.01), significantly predicted work-related vigor.

Additional analysis using a difference test demonstrated that under conditions of scarce job resources, the impact of 
self-focused happiness on work-related vigor was significantly stronger than the effect of other-focused happiness 
(difference = 0.243, p < 0.05; see Table 3). However, when job resources were abundant, there was no significant 
difference between the effects of other-focused happiness and self-focused happiness on work-related vigor (difference = 
0.017, p > 0.05). As a result, Hypothesis 1a was not supported, while Hypothesis 1b received support.

Our Hypothesis 2 proposed that the relationship between self-focused and other-focused happiness and employee 
creativity would be mediated by work-related vigor. As expected, a positive correlation was observed between work- 
related vigor and employee creativity (β = 0.237, p < 0.01). Utilizing Monte Carlo simulations, we found, consistent with 
Hypothesis 2a, a positive indirect effect of self-focused happiness on employee creativity, mediated by work-related 
vigor (indirect effect = 0.066, 95% CI = [0.032, 0.107]). Likewise, the indirect effect of other-focused happiness on 

Table 2 Path Analysis Results

Variable Work-Related Vigor Creativity

β SE β SE

Gender −0.110 0.063 0.140 0.084
Age −0.005 0.009 −0.009 0.010

Education −0.036 0.052 0.023 0.068

Organizational tenure 0.001 0.013 0.007 0.014
Self-focused happiness 0.279*** 0.041 0.100* 0.044

Other-focused happiness 0.166** 0.050 0.128** 0.047

Job resources 0.126** 0.042 0.155** 0.045
Self-focused happiness * Job resources 0.132* 0.060 0.006 0.096

Other-focused happiness * Job resources 0.275*** 0.060 0.010 0.074

Work-related vigor 0.237*** 0.058

Notes: N=556; β coefficients are unstandardized. *p < 0.05. **p < 0.01. ***p < 0.001. 
Abbreviation: SE, standard error.

Table 3 Summary of Conditional Direct and Indirect Effects

Independent Variable Moderator Stage Effect

Job Resources First (Px-m) Second (Pm-y) Indirect (Px-m×Pm-y) 95% CI of Indirect Effect

Self-Focused Happiness High (+1 SD) 0.399*** 0.237*** 0.095 [0.044, 0.155]
Low (−1 SD) 0.160* 0.237*** 0.038 [0.005, 0.080]

Difference (high- low) 0.239* 0.057 [0.0049, 0.123]

Other-Focused Happiness High (+1 SD) 0.416*** 0.237*** 0.099 [0.046, 0.163]
Low (−1 SD) −0.083 0.237*** −0.020 [−0.060, 0.015]

Difference (high- low) 0.499*** 0.118 [0.051, 0.204]

Difference (Highother- Highself) 0.017 0.004 [−0.044, 0.054]

Difference (Lowself- Lowother) 0.243* 0.058 [0.009, 0.120]

Notes: N = 556. *p < 0.05. ***p < 0.001. Px-m= self-/ other- focused happiness on work-related vigor; Pm-y = work-related vigor on creativity. 
Abbreviation: CI, Confidence interval.
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employee creativity via work-related vigor was also positive (indirect effect = 0.039, 95% CI = [0.013, 0.073]). Hence, 
both Hypotheses 2a and 2b were corroborated.

Hypothesis 3 suggested differential indirect effects of self-focused happiness and other-focused happiness on 
employee creativity. Specially, when job resources are plentiful, other-focused happiness has a stronger indirect effect 
on employee creativity than self-focused happiness. Conversely, when job resources are scarce, self-focused happiness 
has a stronger indirect effect on employee creativity than other-focused happiness. As shown in Table 3, under conditions 
of low job resources, self-focused happiness exerts a stronger indirect influence on creativity via work-related vigor than 
other-focused happiness does (difference = 0.058, 95% CI = [0.009, 0.120]). However, in the context of high job 
resources, no significant difference was found between the indirect effects of self-focused happiness and other-focused 
happiness on employee creativity through work-related vigor (difference = 0.004, 95% CI = [−0.044, 0.054]). Therefore, 
Hypothesis 3a was not substantiated, while Hypothesis 3b was supported.

Discussion
In this paper, we distinguish happiness goals into self-focused happiness and other-focused happiness. Through a multi- 
source and multi-time point survey, we found that both self-focused and other-focused happiness have a positive impact 
on work-related vigor. The specific effects of these happiness goals on vigor are contingent upon the availability of job 
resources. Specifically, when job resources are scarce, self-focused happiness has a stronger effect on work-related vigor 
than other-focused happiness. However, when job resources are abundant, there is no significant difference between the 
effects of other-focused happiness and self-focused happiness on employee creativity. Work-related vigor mediates the 
relationship between self-focused happiness and creativity as well as the relationship between other-focused happiness 
and creativity.

Further, the indirect effect of self- or other-focused happiness on employee creativity through work-related vigor is 
moderated by job resources. Specifically, under conditions of low job resources, self-focused happiness exerts a stronger 
indirect influence on creativity via work-related vigor than other-focused happiness does. However, in the context of high 
job resources, no significant difference was found between the indirect effects of self-focused happiness and other- 
focused happiness on employee creativity through work-related vigor. We seek explanations for two non-significant 
hypotheses and suggest that they may be due to the fact that when job resources are not considered, the influence of self- 
focused happiness on work-related vigor surpasses the impact of other-focused happiness.

Theoretical Contributions
Our research makes significant contributions to the fields of positive psychology, positive organizational behavior, and 
creativity. First, in the realm of positive psychology, our study introduces a new taxonomy of happiness goals. Previous 
research, such as the work of Crocker et al,65 has highlighted the innate nature of both self-interest and concern for 
others. With the growing interest in positive psychology, there has been increased attention to the pursuit of happiness. 
However, prior categorizations of happiness goals, such as the distinction between hedonic and eudaimonic goals,27 

predominantly focus on self-centered pursuits and fail to capture individuals’ concern for the happiness of others. In our 
study, we put forth a novel conceptualization of happiness goals, differentiating between self-focused happiness and 
other-focused happiness based on their distinct foci. Furthermore, we demonstrated the conceptual and psychological 
differences associated with these two types of happiness goals, thereby enriching the understanding of and development 
of research on happiness experiences.

Furthermore, our research augments the currently underdeveloped literature regarding links between happiness goals 
and work-related outcomes. While happiness has been a subject of study for many years,66 the impact of happiness goals 
on employee work-related outcomes remains a largely unexplored issue. Although previous research has investigated 
how happiness goals influence broader outcomes,3,67 researchers have yet to incorporate an affective perspective into 
their theories about happiness goals. In addition, the conditions under which happiness goals substantially influence 
outcomes have not been thoroughly examined. The present research aims to illuminate the effect of happiness goals on 
employee creativity from the perspective of work-related vigor, and underscores the crucial moderating role of job 
resources. Thus, we are charting a new path for theory and research in the domain of happiness and work-related matters.
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Third, we answer calls to further investigate vigor’s nomological network.11,48 Scholars have studied the antecedents 
of vigor from different perspectives.45,49,68 Vigor is related to motivational processes.11,32,48 While other researchers have 
argued that vigor is a prerequisite for work motivation,11,32 the role of happiness goals in promoting work-related vigor 
has not been examined previously. Importantly, our study elucidates the differential contributions of self- and other- 
focused happiness to work-related vigor through the introduction of job resources which sets the stage for further 
enhancing the understanding of the complex processes underlying work-related vigor.

Finally, we make novel contributions to creativity research. While previous studies have identified numerous 
antecedents of employee creativity, there is a lack of understanding regarding the connections between non-work- 
motivated antecedents and creativity outcomes. We address this gap by specifically exploring the reasons why employ-
ees’ happiness goals precipitate creativity. Additionally, we focus on investigating the role of intervening variables, such 
as job resources, and provide insights into how happiness goals may impact employee creativity in the workplace. It is 
important to note that our argument, which suggests that vigor as an activated positive affect state promotes creativity not 
only through promoting cognitive flexibility but also through promoting perseverance, is not in conflict with the two-path 
model of creativity proposed by De Dreu et al.19 This is because the model acknowledges that, besides hedonic tone and 
activation, other dimensions of mood states (eg, regulatory focus) may also be relevant to creativity.

Practical Implications
Our study also has important implications for practice. First, employees and organizations should recognize the potential 
impact of happiness goals on work-related outcomes. Our findings suggest that both self-focused and other-focused 
happiness act as critical catalysts for fostering positive affects such as vigor, which subsequently enhance creativity. 
Therefore, it is essential for employees to prioritize the pursuit of happiness in their work, and organizations should 
cultivate a culture that underlines the significance of pursuing happiness.

Second, as self-focused happiness and other-focused happiness influence employee vigor and creativity in different 
ways depending on the availability of job resources, organizations aiming to boost employee creativity can strategically 
implement a mix of happiness goals and job resources. In particular, assigning fewer job resources to individuals with 
a high level of motivation to pursue self-focused happiness and extending more resources to those with high other- 
focused happiness goals might help amplify overall innovation within the organization.

Lastly, the findings of this study underscore the significance of employees’ vigor. Managers should take into account 
strategies to enhance and maintain high levels of vigor among employees. This can be achieved through various means, 
such as providing freedom and supervisor support,50,69 fostering high-quality connections within the workplace,70,71 and 
encouraging employees to take regular micro-breaks and utilize effective work-related strategies.41,72

Limitations and Future Research
Although our study possessed several strengths, we acknowledge certain limitations. First, it is important to recognize 
that culture exerts a significant influence on individuals’ values, motives, and behaviors.31 Western cultures often 
emphasize individuality and self-actualization, while Chinese culture places greater emphasis on relationship harmony 
and interdependence.6,27,50 As our research was conducted in China, the cross-cultural applicability of our research 
findings is limited. In addition, our samples come from several high-tech companies in Central China, and we cannot 
ensure that the research hypothesis holds true for employees from other industries or organizations. Therefore, we 
encourage further studies to replicate these findings in diverse contexts.

Second, although our study employed a longitudinal design to examine our hypothesis, we acknowledge that 
establishing causal relationships is fraught with difficulty in non-experimental research. In addition, because employees 
provided information regarding self-focused happiness, other-focused happiness, job resources, and work-related vigor, 
this method may lead to common method bias. Finally, the use of new scales and the selection of control variables may 
also affect the research results. Therefore, we suggest that future studies use more rigorous designs to test our hypotheses.

Third, as previously discussed, our conceptual model prioritizes the influence of self-focused and other-focused 
happiness on employee creativity. Still, it’s pertinent to recognize that these two types of happiness goals may also affect 
other work-related outcomes. Furthermore, while creativity is often examined as a singular concept, there is potential 
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merit in distinguishing it into radical and incremental creativity73 a differentiation not accounted for in this study. 
Consequently, future research should persist in probing the effect of happiness goals in the workplace.

Conclusion
The pursuit of happiness is an eternal theme. Despite a mounting body of research, this study has developed somewhat at 
odds with the happiness literature, in that it reclassifies happiness goals and explores their impact on work-related 
outcomes. Our key takeaway is that self- and other-focused happiness can indeed contribute to employee vigor and 
creativity, but the size of the effect depends on the level of job resources. Our results have valuable implications for 
theory as well as practice.
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