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Abstract

The aims of this research were as follows: (1) to analyze the level of workplace
friendship, psychological safety, thriving at work, and innovative work behaviors among staff at a
telecommunication service provider in Bangkok; (2) to analyze the effect of workplace friendships
on innovative work behavior, the role of psychological safety and thriving at work as a mediator.
The samples were full-time employees who had been working for more than two years. The data
were collected by simple random sampling from 240 staff members. The data were analyzed
using descriptive statistics and Path analysis. The research results could be summarized as
follows: (1) the staff had workplace friendships, psychological safety, thriving at work, and
innovative work behavior at a high level, (2) this model could together explain the variance of
the innovative work behavior at 66.2%, and (3) the model analysis had an overall effect on
innovative work behavior and statistically significant (B=.64, p<.05). Workplace friendships had
a direct effect on innovative work behavior and statistically significant (B=.18, p<.05). In addition,
workplace friendships affected innovative work behaviors with the role of psychological safety
and thriving at work as a mediator was statistically significant (B=.46, p<.05). This research can
be applied in policy formulation, planning, and staff development of organizations to have more
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innovative work behaviors. Increasing the level of workplace friendship among personnel within

the organization creates psychological safety and thriving at work.

Keywords: Workplace friendship, Psychological safety, Thriving at work, Innovative work
behavior
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@aulsu1nnin 0.10 waz AVariance Inflation
Factor (VIF) < 10 (Hair et al., 2010) %wami
Sensenaudsransanaunut ugaoliifini
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Table 1
model. (N=240)

Correlation coefficient, mean, and standard deviation of the observed variables in the

Variable Psychological Thriving Workplace Innovative work
safety at work friendship behavior
Psychological safety 1
Thriving at work 0.75* 1
Workplace friendship 0.66* 0.64* 1
Innovative work behavior 0.70* 0.78* 0.64* 1
Mean 3.77 3.69 3.89 3.75
S.D. 0.82 0.73 0.72 0.73
Tolerance 0.39 0.40 0.51
VIF 2.57 2.48 1.95

Note. *p<0.05

myezinaasdasnwluiivinan
danganITudswianssnlunsineuw lasd
amulasanansaalauazanuiasymaniile
swdludrudsasrinn wohSasmuwlufivnamu
anutaaansniidala uazanuiaiymani
Tuau sansasinnueiuisanuulsUTiuvas
waAnssuidswianssulunmsrinew lasesay
66.2 HONINNHINAMTILATEHBNENA AL
(Total Effect) an3Iwan19a3d (Direct Effect)

URZBNIWANTIN (Indirect Effect) 321#319
AUIWAENMINATEL bootstrapping AL
5,000 A3 Urmanmdanudulyldgoge i
F9enaNLTaNY% 95% (95% bias corrected
confidence intervals) NANINARALWL AT
amulasanansaalauazanuiasymaniile
uiiBnswassruszninedasnwludirnes
waTNyANTTLEIWIAnTIN U ne N9
fudATYTNIafiafizdy 0.05 au Table 2

Table 2 Result of testing of mediator variable with bootstrapping 5,000 items

95% CI
Model B (SE)

Upper Lower
Total effect (WF—IWB) 0.64* (0.50) 0.56 0.76
Direct effect (WF—IWB) 0.18* (0.05) 0.08 0.29
Indirect effect (WF—>PS—>TWelWB) 0.20* (0.39) 0.13 0.28
Indirect effect (WF—>PS—>IWB) 0.13* (0.44) 0.05 0.22
Indirect effect (WF—>TW—IWB) 0.14* (0.45) 0.06 0.23

Note.

*p<0.05, The bootstrapping test was run 5,000 times to confirm the indirect effect as a mediator
SE (Standard errors), Cl (Bias correlated confidence intervals)
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Figure 2 Model The effect of workplace friendship on innovative work behavior in a telecommunication

company in Bangkok: the role of psychological safety and thriving at work as a Mediators
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