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The purpose of this study is to explore the concept of bleisure (business and leisure) in an organiza-
tion along with its antecedents and outcomes. Bleisure is a combination of completing work and
entertainment or a pleasant situation at the same time. The sample used in this study were 106 re-
spondents who work in Event Organizer (EO). Data collection methods in this study used ques-
tionnaires. Data was analyzed by using regression test. The results of this study indicate that if people
work in an organization that combines business and leisure (bleisure), they will have the creativ-
ity and high innovation performance, and the application of business and leisure (bleisure) can be
achieved through mobile working style and gamification. Bleisure or a combination of fun activities
and work can enhance creative intelligence and innovation performance for individuals in complet-
ing work, every person will be more creative and innovative. Leisure and work are related things,
when individuals are burdened with assignments, the application of leisure in an organization is one
of the effective things.

Business dan Leisure "Bleisure” dalam

Organisasi: Anteseden dan Hasil

Abstrak

Tujuan dari penelitian ini adalah untuk mengeksplorasi konsep bleisure (business and leisure)
dalam suatu organisasi bersama dengan anteseden dan hasil. Bleisure adalah kombinasi dari
penyelesaian pekerjaan dan hiburan atau situasi yang menyenangkan dalam waktu yang sama.
Sampel yang digunakan dalam penelitian ini adalah 106 responden yang bekerja di Event Or-
ganizer (EO). Metode pengumpulan data dalam penelitian ini menggunakan kuesioner. Data
dianalisis dengan menggunakan uji regresi. Hasil penelitian ini menunjukkan bahwa jika sese-
orang bekerja dalam organisasi yang menggabungkan business and leisure (bleisure), mereka
akan memiliki kreativitas dan kinerja inovasi yang tinggi, serta penerapan business and leisure
(bleisure) dapat dicapai melalui gaya kerja mobile dan gamification. Bleisure atau kombinasi
dari aktivitas yang menyenangkan dan pekerjaan dapat meningkatkan kreativitas dan inovasi,
ketika individu merasakan kejenuhan dalam tugasnya, maka aplikasi yang menyenangkan
dalam organisasi adalah satu cara yang efektif.
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INTRODUCTION

Today has become an era of leisure
economy where fun activities are transformed
into activities that generate a plus point in the
economic field. Some companies have applied
leisure in their work such as Google and Face-
book (Karl, 2005). Leisure economy comprises
positive pleasures at work, such as social activi-
ties, public celebrations, humour, game enter-
tainment and opportunities for individual deve-
lopment (Grant et al,, 2014).

The quality of experience becomes the
main matter for the leisure economy players,
which includes several things such as education,
entertainment, and aesthetics (Pine & Gilmo-
re, 2011). Some studies have found that young
workers want more leisure in the workplace, in
addition suggest that managers are suggested to
realize the need to create a fun and creative work
environment so that it can maintain a producti-
ve workforce (Karl, 2005).

The combination of business and leisure
(bleisure) is now widely applied by individu-
als to complete their work. Blackshaw (2017)
argued that job had become leisure, and leisu-
re becomes a job. The characteristics of leisure
can be seen from the freedom of time and space
also more relaxed activities. Other research has
found that leisure includes feelings of relaxation,
excitement, and freedom (Kleiber et al., 2011).
There are many people feel depressed with their
work, so leisure is very necessary for completing
a job. Leisure has function to reduce stress in
work and daily life. So that leisure plays an im-
portant role in human life, especially when an
individual has very difficult job. It is important
for employees to have fun at work to be trusted
by managers and service organizations. This is
because managers are aware the importance of
the relationship between employees who can
enjoy leisure in completing their tasks and cus-
tomers have a pleasant experience.

Leisure, creativity, and humor have a po-
sitive effect that can reduce employee absences,
retain high quality people, and reduce turnover
the employee. Thus, when there is a lack of leis-
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ure or pleasure at work, the level of work invol-
vement of employees will be low and this will
affect the goals of the organization. The Google
company has implemented a bleisure applica-
tion by combining fun at work through many
ways. For example, the company celebrates Ap-
ril Fool's Day every year, giving employees the
freedom to play volleyball and table tennis du-
ring breaks, and incorporating leisure into their
office design. Google believes that if a compa-
ny implements leisure in the workplace it will
be able to be the primary means of promoting
employee engagement and creativity. Hence, it
can be concluded that leisure plays an important
role in reducing stress and increasing positive
energy for individuals. This is especially needed
for workers who apply a mobile working style.
A mobile working style allows individu-
als to complete their work by moving from one
workplace to another, so that it offers a high le-
vel of leisure in the form of freedom (Teodoro
et al,, 2014). This working style also allows the
application of the concept of gamification in
the workplace. Gamification or the use of game
concepts in non-game contexts has influenced
several things such as business, personal pleasu-
re (leisure), and social life. Other studies have
found that leisure activities can affect the creati-
vity of workers (Dahlin et al., 2004; Jeppesen &
Lakhani, 2010). In addition, the benefits of leis-
ure in work can also affect creativity and indivi-
dual innovation performance (Medaille, 2010).
On the other hand, there are several stu-
dies found that time pressure as an indicator of
gamification has a negative influence towards cre-
ativity. Because it makes individuals in a rush and
unfocused in completing work triggered by game
elements, have received attention because of their
significant influence on employees’ engagement,
performance, and knowledge contribution. Whi-
le recent research has explored the significance
of game elements, there has been insufficient fo-
cus on the relations among game dynamics, user
experience, and creative ideation. Subsequent-
ly, this research aims to investigate the effect of
game dynamics on creative ideation. Inspired by
the broaden-and-build theory and other research
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on cognitive processes, this study introduced
two parallel mediators: transcendent and intel-
lectual experiences. To test the research model,
508 samples were administered to employees of
an IT organisation that has incorporated gamifi-
cation along with enterprise social network. The
results demonstrated partial mediation between
the game dynamics (collaboration and network
exposure. So that the combination of business
and leisure (bleisure) is expected to be combat
mediator for gamification and creative intelligen-
ce. Research on business and leisure is examined
separately, but in this study business and leisure
became element that can be used to improve cre-
ative intelligence and innovation performance.

The novelty of this research was the com-
bination of business and leisure (bleisure) can
used to mediate gamification and creative intel-
ligence and also to improve the employee’s inno-
vation performance in organization. However, to
the best of our knowledge, there have not been
many studies that examine the concepts of bu-
siness and leisure with their antecedents and
effects. Thus, this study will examine the antece-
dents and effects of bleisure.

Hypothesis Development
Relationship between Mobile Working Style
and Bleisure

Mobile working is an option that allow
worker to be accomplish the work outside of the
traditional boundaries in standard organization
of work in terms of different dimensions such as
amount, distribution of working time and wor-
king place (Spreitzer et al, 2017). Mobile work
usually include flexible working hours,part-time
work, job sharing, shift, weekend work,overtime,
annual hours, flexi time, temporary work, fle-
xible leave arrangements, and working not in
office (Berkery et al, 2017). Mobile working
is the completion of work that crosses locatio-
nal boundaries and uses technology in a work
(Martins et al., 2004). Mobility is the ability of
individuals to move freely in a certain time and
space when interacting with their mobile devi-
ces (Hislop & Axtell, 2007). Mobility among in-
dividuals is different, depends on the location of
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work and the division of time for organizations
or offices, homes and other places. According to
Mobile workers are people who work in diffe-
rent locations and travel far from the office using
technology to complete their tasks (Axtell et al.,
2008). In addition, mobile workers also involve
communication with several other people in the
same time to complete their work (Siha & Mon-
roe, 2006).

Individuals who work by moving from
one workplace to another or what so called as
mobile workers sometimes have work pressure
in completing their tasks. It will interfere with
individual performance, therefore Bleisure or
a combination of completing tasks with leisu-
re can be applied in a work to reduce the work
pressure faced by individuals. Business is the
ability of organizations to use resources in order
to provide services or products to users (Laguna
& Marklund, 2005). While leisure is fun and re-
laxe activity can be done outside of work (Bea-
ton & Funk, 2008). Leisure is free time available
while working, where this leisure time can be
used with fun activities determined by the indi-
vidual (Baud-Bovy & Lawson, 2002). Freedom
becomes the main key to leisure (Pigram & Jen-
kins 2006) and can be used to individual desires
(Broadhurst, 2008). Bleisure is a combination
of the completion of work and entertainment or
a pleasant atmosphere at the same time.

Mobile workers or people who work by
shifting assignments feel free because they can
apply leisure in their jobs and feel more efficient
in completing their work (Chevron & Primeau
(1996). Mobile working that is applied by an
organization is useful to reduce the stress of in-
dividuals because at work they are not burdened
with time of work that has been determined as
organizations in general. Besides that, the bene-
fits of mobile working is that people feel more
flexible and have freedom when working and
finishing tasks, so individual can applied leisure
in work (Watson & Lightfoot, 2003).

Work that uses hourly technology as app-
lied in mobile work does not make individu-
als feel depressed, that means individuals feel
comfortable and happy at work even though in
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completing the work (Jackson et al., 2009). Fle-
xible work can reduce the workload of individu-
als because the work system provides freedom
and independence in the workplace for indivi-
duals. From an individual perspective, flexible
work systems increase autonomy in work arran-
gements (Tremblay, 2002). Freedom can pro-
duce positive social effects (Alstott, 1999). This
freedom can be obtained by individuals when
doing job mobility in completing their tasks. A
mobile working may provide opportunities for
employers. previous study investigates the long-
term effects of mobile working on workers with
regard to job satisfaction and leisure time (Ugla-
nova & Dettmers, 2018).

Greater flexibility in working conditions
as implemented in mobile working also gives
employees more freedom in the non-work do-
main, and therefore, with more opportunities to
pursue pleasure. Flexitime, for example, allows
employees to start their work day early to parti-
cipate in recreational activities in the afternoon.
When taking long leave, most employees can set
their own goals (Carr & Tang, 2005). Based on
the results of previous studies, if the opportu-
nity to work on a mobile basis is applied in the
organization, it will improve bleisure.

H1: Mobile working style has a positive effect
on Bleisure.

Relationship between Gamification and
Bleisure

Gamification refers to a process of imp-
roving services by implementing a game design
in a non-game context to create values and ex-
periences for individuals (Deterding & Dixon,
2011; Huotari, 2012). Gamification is the use
of characteristics of game pattern in a non-game
context (Deterding et al, 2011). Gamification
reflects the use of game pattern including the
mechanism of progress (point system), player
control, reward, problem-solving, and compe-
tition in non-game situation (Deterding et al.,
2011; Kapp, 2012). Gamification is the appli-
cation of game pattern in finishing work plea-
santly and fastly and process of creating work
activities as like playing games. Research found
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that gamification and game-based learning are
different from entertainment-oriented games.
Gamification is fun, it is designed not only for
entertainment but also for completing work
(Davidson, 2008; Hamari & Koivisto, 2015).
Game is always related to freedom. but games
also have their own rules, creating learning en-
vironments in daily life that might distinguish
from leisure and work situations. The concept of
gamification has been explained that gamifica-
tion and observation measurement is based on
reorganization of work and leisure (McGoni-
gal, 2011; Zichermann & Cunningham, 2011;
Kapp, 2012).

Gamification connects the structural
game to productive results. Work can be made
like playing so that with pleasure it will make in-
dividuals more productive and the free time can
be used by turning leisure into an activity in the
form of pleasant work. For example, Amazon
customer reviews, the percentage of LinkedIn's
personal profiles, and Yahoo! Answer point sys-
tem are as a proof of ‘gamified interfaces.

Work should be made like a game in
order to make a productive job (McGonigal,
2011). The empbhasis is on leisure time because
it will expand both the time and the way that
individuals become more productive. Gami-
fication or the use of game elements in non-
game context such as in the workplace can
increase pleasure in work, work experience,
and individual involvement (Deterding et al.,
2011; Lee & Hammer, 2011; Muntean, 2011).
New employees, especially the Y generation,
may find a gamified workplace more attractive
because they value work experiences that are
supportive, fun, engaging and rewarding, so
if they work in the workplace which applied
gamification they also feel the leisure when
they are working (Bosworth, 2012). However,
when employees use gamification they create
challenge and fun at work, channeling atten-
tion to the task at hand. In accordance such as
seeking challenges at work, have been shown
to combat boredom effectively, it is because
they can apply leisure while completing their
task (Harju et al., 2014).
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Gamification can be differentiated from
simple contests because gamification seeks to
use elements from designed games (such as
video games, board games, and sports) to en-
hance the fun or effectiveness of a game in a
work environment. A game is designed when it
is purposefully created with reinforcing contex-
ts, interactions, and mechanisms that create a
more immersive feeling of play. For examp-
le, fun atmosphere in the workplace because
of gamification can improve the leisure of the
employee (Mollick & Rothbard, 2014). So, if
an individual gets a gamification design work, it
will increase the possibility of bleisure.

H2: Gamification has positive effect on bleisure.

Relationship between Bleisure and Creative
Intelligence

Creativity is the development of an idea
that is new, original, useful, and has practical
value and it is also in accordance with the orga-
nization conditions (Gino & Ariely, 2012). Cre-
ativity as the ability of a person to develop an
idea and find new ways to create opportunities
that has benefit for the organization (Zimmerer
& Scarborough, 2008). Creativity in business
activities can be used to find a business oppor-
tunity and create innovation, new ideas, new de-
signs, new concepts, update old ideas into uni-
que ideas, and have unusual ways of completing
tasks (Akinboye, 2002).

Intelligence can be defined by several
meanings, but most have similar definitions.
Intelligence is the ability to solve problems
within the organization, and to adapt and learn
new things from experience (Santrock, 2007).
Work which combine with leisure is found in
the creative industries (Ravenscroft & Gil-
christ, 2009). They have interviewed people
who work in creative industry, such as artists
and graphic designers at different career sta-
ges and they found that the creative industry
has strong allure, self-expression and pleasure
and the absence of barriers between work and
leisure because they are a source of satisfaction
from individuals.
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Leisure is an activity where individuals
can use to rest, have fun, or even other produc-
tive activities such as developing their know-
ledge, working, or creating other creative ideas
(Dumazedier, 2001). While other studies found
that leisure time can affect creativity (Madjar et
al., 2002; Dahlin et al., 2004; Jeppesen & Lakha-
ni, 2010) Hobbies or leisure can support creati-
vity in the workplace through two things. First,
individual leaders can use the skills developed
when working on a hobby to solve problems
within the workplace (Kotro, 2007). Second,
individuals indirectly benefit from hobbies be-
cause leisure is proven to provide an important
role in developing one's cognitive skills (Ma-
noux et al.,, 2003). Leisure is not only for perso-
nal gain but also can improve the creative expe-
rience (Florida, 2012).

The boundary between leisure and work
is no longer exists because both of them have
blended with each other. A combination of
work with pleasure or bleisure would increase
the level of enthusiasm, job satisfaction, and
individual creativity, communication and sense
of cohesiveness in the organization (Ford et al,,
2004). In addition, a pleasant workplace situa-
tion will strengthen an organizational culture
in which the values, norms, and beliefs of the
organization are strongly held by individuals.
Pleasure when working is very desirable for in-
dividuals (Tews et al., 2012).

The existence of pleasure when working
has an impact on the organization and the indi-
vidual itself. With the pleasure, it affects indivi-
dual job satisfaction, individual creativity, work
commitment, behavior in the organization,
and individual energy at work. Fun in work can
reduce the level of individual absence, anxiety,
and individual emotional fatigue. Most organi-
zational leaders are convinced that a fun work
environment increases creativity and promotes
group cohesiveness (Ford et al., 2004; Pryor et
al,, 2010). Leisure in their workplace had a po-
sitive effect on employee creativity and inno-
vation, work performance, and organizational
commitment. Thus, if bleisure is created within
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an organization, it will increase the creative in-

telligence of the individual.

H3: Bleisure has positive effect on Creative In-
telligence.

Relationship between Bleisure and Innovati-
on Performance

Innovation is a process of creating new
concepts and new ideas as a result of individual
creativity (West et al., 2004; Serrat, 2009). In-
novation is the development of an idea with a
new service that produces national economic
development and an increase in innovative
employment. Innovation performance is the
number of innovations that have been produced
by individuals in an organization in terms of cre-
ating and developing an idea for organizational
progress (Goffin & Mitchell, 2005).

Previous research found that leisure is like
a hobby plays an important role in the disco-
very of one's ideas and innovations (Dahlin et
al, 2004). Leisure in the form of hobbies has
contributed to the progress of creating new in-
novations (Lakhani & Wolf, 2005). Research
conducted by De Jong et al. (2010) found in a
survey in the United Kingdom, that 6.2% (2.9
million individuals) of consumer product users
were responsible for the innovation of the hous-
ehold sector which involved the development
and modification of these products. The disco-
very found that product innovation is made by
people who combine working time with leis-
ure. In fact, a job is said to be ideal when it is
combined with leisure to increase comfort and
satisfaction for individuals. Even now some or-
ganizations see the benefits of leisure to increase
innovation and creativity of individuals in the
workplace (Arora, 2011).

For example, Google provides pleasure in
workplace and combines business with pleasu-
re so that individuals can relax at work. Some
of the facilities provided by Google's office in-
clude a haircut, swimming pool, game table, vi-
deo game, and free food. Working on Facebook
drives individual innovation. Social media com-
panies like Facebook must treat individuals with
an emphasis on a high-quality work environ-
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ment. Some of the benefits gained by individual
in Facebook when working is free to ride any-
where, there are free computer accessories and
free food vending machines.

Workplace fun, which is they combined
leisure in their workplace had a positive effect
on employee creativity and innovation, work
performance, and organizational commitment
(Pryor et al., 2010). Workplace fun was defined
as follows, a fun work environment intentional-
ly encourages, initiates, and supports a variety of
enjoyable and pleasurable activities that positi-
vely impact the attitude and productivity of in-
dividuals and groups including their innovation
performance. Therefore, if bleisure is applied in
an organization, it will improve the innovation
performance of individuals.

H4: Bleisure has positive effect on Innovation

Performance

The research model is shown in Figure 1.

Creative

Mobile
Working Style

Intelligence

Bleisure

Gamification Innovation

Performance

Figure 1. Empirical Model
METHOD

Respondents

The research object used in this study were
people who work in Event Organizer (EO). The
event organizer or EO is a business in the field of
services whose task is to organize the entire se-
ries of events, from planning, preparation, and
implementation to evaluation so that the who-
le series of events are carried out in accordance
with the consumers desires. This work demands
very high creativity and innovation. Data were
collected through questionnaires distributed to
117 prospective respondents, but the returned
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questionnaires and the eligible samples used for
this study were 106 respondents (response rate
is 90.6%). The process of collecting data by gi-
ving questionnaires directly to the selected event
organizer, and then filled out by its employees.
There are two forms of questionnaire, paper and
Google form. This study used a non-probability
sampling, namely sampling where the chances of
each respondent to be chosen are not the same
or unknown (Rahi, 2017). The non-probability
sampling technique used is judgmental sampling
(purposive sample), which is a sample where the
researcher used the assessment of certain crite-
ria in the study. The criteria used are the length
of work at least two years, experience in shifting
assignments, and work in creative industry.

Measurement
Mobile Working Style

Mobile working style is defined as a form
of work that moves to a location or place and
uses technology to complete the work. Indi-
cators used to measure mobile working style
(Kakihara, 2004). The ability to move and use
technology, to provide intense and smooth in-
teraction between various people in order to
complete work, and the ability is not to depend
on a particular location. Items are ranked from 1
for strongly disagree to S for strongly agree.

Gamification

Gamification is defined as an individual
motivation to complete work with game pat-
tern. Indicators that can be used to measure
gamification according to (Palmer et al., 2012;
Blohm & Leimester, 2013) are progress path,
feedback and reward, social connections, group
tasks, time pressure, and challenges. Items are
ranked from 1 for strongly disagree to 5 for st-
rongly agree.

Bleisure

Bleisure is defined as a combination of
the completion of work and entertainment or
a pleasant situation at the same time. Indicators
that can be used to measure bleisure according
to (Kleiber et al., 2011) are fun activities while
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working, time working as a hobby and comfort
in work. Items are ranked from 1 for strongly
disagree to S for strongly agree.

Creative Intelligence

Creative intelligence is defined as the
ability to think and act creatively in completing
work. Indicators for measuring creative intelli-
gence which is adapted from Torrance (2000)
are the ability to provide solutions, the ability to
develop ideas, the ability to learn, the ability to
use and obtain knowledge, the ability to adjust
environmental demands. Items are ranked from
1 for strongly disagree to 5 for strongly agree.

Innovation Performance

Innovation performance is defined as the
result of individual efforts in creating new ideas
and concepts to achieve goals. Indicators for me-
asuring innovation performance (Grewal, 2000;
Janssen, 2000; Humphreys et al., 2005) are the
ability to create new innovations, the ability to
implement innovation and commitment to in-
novative activities. Items are ranked from 1 for
strongly disagree to S for strongly agree.

RESULT AND DISCUSSION

The respondents consist of 63 men and 43
women, two respondents who have junior high
school education level, 45 of senior high school
level, 9 of associate degree level, 49 of under-
graduate level, and 1 of postgraduate education
level, aged 20-24 years as many as 20 people, 25-
30 years as many as 68 people, and over 30 years
old as many as 18 people, and those who served
as owners were 12 people, managers as many as
7 people, crew as many as 82 people, and project
officers as many as 5 people.

Statistical Analysis and Hypothesis Testing
Multiple regression analysis was measured
using t-test and significance of the proposed hypot-
hesis. If t-count is more than t-table and significan-
ce isless than 0.05 then Hypothesis proposed is ac-
cepted, meaning that the independent variable has
an effect on the dependent variable, and vice versa
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Table 1. Validity Test
Variable Indicator Pearson Correlation R-Table Conclusion
Mobile Working Style MWS1 .688 1909 Valid
MWS2 .673
MWS3 .666
MWS4 .675
MWSS .685
Gamification Gl .535 .1909 Valid
G2 .660
G3 .656
G4 S14
GS 739
G6 748
Bleisure BL1 .852 .1909 Valid
BL2 .884
BL3 .843
Creative Intelligence CI1 745 .1909 Valid
CI2 .807
CI3 811
Cl4 718
CIS .769
Innovation Performance IP1 .870 .1909 Valid
1P2 932
1P3 .830

if t-count is smaller than t-table and significance is
more than 0.05 then Hypotheses is rejected, mea-
ning that independent variable has no effect on the
dependent variable. Table 1 describes the validity
test. Table 2 describes the reliability test, and Table
3 describes the hypothesis testing result.

Table 2. Reliability Test

Variable Cronbach Conclusion
Alpha

Mobile Working Style ~ .703* Reliable

Gamification 724* Reliable

Bleisure .818* Reliable

Creative Intelligence .828* Reliable

Innovation Performance .851* Reliable

* cronbach alpha > .70

Hypothesis 1 states that mobile working
style has an effect on bleisure. Based on the re-
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sults in Table 2, it is obtained a significance va-
lue of < 0.05, the t-count value is 3.944 (t count
> 1.6599), the coefficient value is 0.334, and the
F-count value is 28.120 (f-count > 2.46). This
proves that mobile working style statistically has
a positive effect on bleisure.

The test results of hypothesis 1 show that
mobile working style has a positive effect on bleis-
ure. Individuals who are able to move, are able to
use technology in completing their work, are able
to provide intense interaction to various people,
are able to complete work well, and not depend
on certain locations when completing work will
increase individuals activities while working so
that individuals feel more pleasant, comfortable,
and also feel like doing their hobby while wor-
king. Individuals who work in event organizers
are able to move and work not only in one place,
they are able to complete work using technology
and are able to provide intense interaction to the
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Table 3. Summary of Hypothesis

Hypoth- Dependent Variable Independent Con- T-Test F-Test Conclusion R’

esis Variable stant

H1 Bleisure Mobile 334 3944 28.120%* Supported 353
Working Style

H2 Bleisure Gamification .142  2.278"* 28.120** Supported 353

H3 Creative Intelligence Bleisure 912 7.646** 58.457** Supported  .360

H4 Innovation Performance  Bleisure 558 5.984** 35.804** Supported 256

**Significant p-value < .05

team or client so that it will make individual work
more comfortable and enjoyable because their
work is not just sitting in their office.

This supports the results of the study
(Watson & Lightfoot, 2003) which states that
mobile working implemented by an organiza-
tion is useful to reduce the stress of individuals
because at work, they are not burdened with
predetermined hours of work such as organiza-
tions in general. Another benefit of mobile wor-
king is that individuals feel more flexible and
have freedom when working and carrying out
tasks so that individuals will feel comfortable in
completing work.

Hypothesis 2 states that there is a positive
effect between gamification and bleisure. Based
on the research in the table above, it is obtained a
significance value of < 0.05, the value of t-count
is 2.278 (t count > 1.6599), the coefficient va-
lue is 0.142, and the F-count value is 28.120
(f-count > 2.46). This proves that gamification
statistically has a positive effect on bleisure.

The magnitude of the effect of mobile
working style and gamification on bleisure can
be seen from the coefficient of determination
(R?). The results show R Square of 0.353 means
that the dependent variable can be explained by
an independent variable of 35.3%. While the ot-
her 64.7% is affected by other factors not inclu-
ded in the variables examined in this study.

The test results of hypothesis 2 show that
gamification has a positive effect on bleisure,
because with the progress path or giving easy
tasks and continuing to more difficult tasks, gi-
ving gifts to individuals in the form of material
or non-material for the completed work, utili-
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zation of customer social networks, giving work
completed in a team, the deadline in completing
work and the challenges in completing work will
increase the activity of the individual at work so
that it is more fun, felt like doing a hobby, and
individuals feel comfortable at work. The gra-
dual assignment of tasks, rewards directly after
completing work, completing assignments in
teams, giving assignments that are challenging
for event organizers will improve bleisure, be-
cause completing work will be more fun and
interesting because the method consists of an
example of the application of games at work.
This supports previous research (Bosworth,
2012) which states that individuals, especially
for Y generation, work designs that apply ga-
mification are very attractive to them, because
gamification design provides supportive work
experience, provides rewards directly after
completing work, and also pleasure in finishing
the work.

Hypothesis 3 states that there is an ef-
fect between bleisure and creative intelligence.
Based on the results of the research in the tab-
le above, it is obtained a significance value of
< 0.0S, the t-count value of 7.646 (t-count >
1.6599), the coefficient value of 0.912 and the
calculated F-count value of 58.457 (f-count >
2.46). This proves that bleisure statistically has a
positive effect on creative intelligence.

The magnitude of the effect of bleisure on
creative intelligence can be seen from the coef-
ficient of determination (R?). The results show
that R Square is 0.600 which means that the de-
pendent variable can be explained by an inde-
pendent variable of 60%. While the other 40%
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is affected by other factors not included in the
variables examined in this study.

The results of testing hypothesis 3 show
that bleisure has a positive effect on creative in-
telligence. Because fun activities when working,
working time as a hobby, and feel comfort while
working for individuals can increase the ability
of individuals to provide solutions for organiza-
tions, the ability to develop ideas, improve indi-
vidual abilities in learning, able to use and obtain
knowledge and increase the ability of individu-
als in adjusting environmental demand. People
who work in event organizers who feel happy in
doing their jobs, they feel completing work as a
hobby, and the convenience of doing tasks will
make individuals more creative. Individuals will
be able to find solutions, can develop new ideas
for the progress of the organization and provide
satisfaction for clients who use the event organi-
zer services.

This result supported by Tews et al. (2012)
which states that pleasure when working is highly
desired and will have an effect on the organiza-
tion and the individual itself. In addition, it also
will increase individual job satisfaction, indivi-
dual creativity, work commitment, behaviour in
the organization, and individual energy while
working. Fun at work can reduce the level of indi-
vidual absence, anxiety, and individual emotional
fatigue. Ajibua (2012) also found that leisure is a
source of interest and satisfaction for individuals,
so leisure provides opportunities for individuals’
creativity and expression.

Hypothesis 4 states that bleisure has a po-
sitive effect on innovation performance. Based
on the results of the research in the table above,
it is obtained a significance value of < 0.05, the
t-count value is 5.984 (t-count > 1.6599), the
coefficient value is 0.558 and the F-count va-
lue is 35.804 (f-count > 2.46). This proves that
bleisure has a positive effect on innovation per-
formance.

The magnitude of the effect of bleisure on
innovation performance can be seen as the coef-
ficient of determination (R?). The results show
that the R Square value is 0.506, which means
that the dependent variable can be explained by
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an independent variable of 50.6%. While the ot-
her 49.4% is affected by other factors not inclu-
ded in the variables examined in this study.

The test results of hypothesis 4 indicate
that bleisure has a positive effect on innovation
performance because fun activities when wor-
king for people who work in event organizers,
feel like working as a hobby, and comfort whi-
le working can improve the ability of the event
organizer in creating new innovations different
from other event organizers, able to implement
the new innovation, and increase commitment
to innovative activities. This result supported by
Arora (2011) job will be ideal when it is com-
bined with leisure so that the comfort and satis-
faction of individuals will increase. Even now,
some organizations see the benefits of leisure to
increase innovation and creativity of individuals
in the workplace.

CONCLUSION AND RECOMMENDATION

Based on the results in this study, it is
proved that the mobile work system and comp-
leting work with game thinking pattern (gami-
fication) can improve bleisure on individuals
because completing work will be more interes-
ting. Mobile working carried out by individuals
who work in event organizers makes them feel
happier in completing work because their work
is not monotonous sitting in the room. Besides
that, gamification is done by event organizers
such as giving rewards, teamwork, and challen-
ges in completing tasks to become more inter-
esting for individuals, so that it will improve the
bleisure of the individual. Bleisure or a combi-
nation of fun activities and work can enhance
creative intelligence and innovation performan-
ce for individuals in completing work, because
of leisure, individuals will be more creative and
innovative. Bleisure on the event organizer will
make individuals more creative and innovative
in determining the design, ideas, and concepts
for the event organizer's client users.

Based on these findings, company mana-
gers must create business and leisure situations
simultaneously. Individuals are the most im-
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portant assets in the organization, so individu-
als must work in a happy, comfortable and not
feeling pressure because if an individual feels
pressure when working, it will reduce individual
performance.

Leisure and work are related things becau-
se elements of leisure can also be found when
working. When individuals are burdened with
assignments, the application of leisure in an or-
ganization is one of the effective things. A plea-
sant working situation like this is very desirable
for young people because, with comfort and
pleasure, it can explore the potential of the in-
dividual. So, if bleisure is applied by the leader-
ship, individuals will be more creative and find
new innovations in completing work and deve-
loping organizations.

Bleisure or a combination of business and
leisure in completing work is new research that
must be re-examined. Therefore, further resear-
ches can examine other variables outside of this
study. In addition, other fields of industry can be
studied which apply bleisure in completing their
work.

The limitation of this study is that data
collection for research only uses questionnai-
res, so the time is very limited. This caused not
much interaction and explanation from the res-
pondents. In addition, the selection of respon-
dents in this study only on the event organizer
company, so that the effect of the variables abo-
ve is unknown in other industries. Future rese-
arch is needed to examine this concept in other
industries.
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