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The rapid growth of digital technologies has significantly influenced organizational 
practices, particularly in how services are delivered and employees interact with 
technological systems. Drawing on the Theory of Planned Behavior and Signaling 
Theory, this study examines the impact of employee mood, cognitive thinking, and 
workplace achievement on job outcomes and the intention to adopt a mobility service 
system (MSS) within Australian mobility organizations. A cross-sectional survey was 
conducted with a sample of 480 employees across multiple mobility service firms in 
the Australia. Findings reveal that cognitive thinking, positive mood, and workplace 
achievement operationalized through enriched job levels, pay incentives, and social 
support exert a significant positive influence on job outcomes, including performance, 
creativity, and Organizational Citizenship Behavior (OCB). Moreover, job outcomes 
were found to substantially impact employees’ intention to use MSS. This research 
contributes to the intersection of behavioral science and digital innovation by 
demonstrating how internal psychological and contextual factors shape technology-
related behaviors in the workplace. The study offers valuable implications for policy 
design, organizational development, and future research focused on employee 
readiness and digital transformation strategies. 
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1. Introduction  

The adoption of mobile systems has accelerated substantially in recent years. Organizations within 
the telecommunications sector have consistently sought innovative methods to maximize profits within 
increasingly saturated markets (Chen et al., 2014). As the industry shifted from traditional voice and 
data services to multimedia consumption, major investors have increasingly focused on delivering 
diverse video content via mobile platforms (Park et al., 2018). Simultaneously, employee achievement 
within organizations is recognized as being significantly influenced by cognitive thinking and positive 
moods, both of which directly contribute to workplace performance outcomes (Weiss, 2002). Organ 
introduced the concept of Organizational Citizenship Behavior (OCB), describing it as discretionary 
employee behavior that enhances overall organizational effectiveness without being directly 
acknowledged by formal reward systems (Lubis et al., 2021). Creativity has also emerged as a critical 
organizational asset, defined as the interaction between individuals and technologies within their 
contextual environments (De Souza & Xiong-Gum, 2021). Positive mood, conceptualized as a 
relatively enduring affective state not directly attributable to specific events (Sheldon et al., 2021), 
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plays a pivotal role in enhancing both cognitive functioning and organizational behavior. Addressing 
the challenge of sustaining employee workplace achievement, organizations increasingly emphasize 
professionalism, competence, and commitment to ensure optimal performance and long-term loyalty 
(Putri & Setianan, 2019). Cognitive ability, encompassing an individual’s reasoning and problem-
solving capacity, further shapes workplace outcomes, although historical reliance on personality 
measures alone for employment decisions has been questioned (Rozgonjuk et al., 2021). In parallel, 
mobility is understood as the perceived portability and usability of mobile services, impacting user 
interaction with digital platforms (Chen et al., 2014). 

Despite increasing attention to technology adoption and employee performance, research 
connecting employee mood, cognitive thinking, workplace achievement, and mobility service system 
(MSS) usage remains limited. This study addresses this critical gap by providing empirical evidence 
linking these constructs within the emerging organizational innovation landscape. The theoretical 
foundation for this research integrates the Theory of Planned Behavior (TPB) and Signaling Theory. 
TPB explicates the relationships among attitudes, intentions, and behaviors (Shamim et al., 2021), 
while Signaling Theory emphasizes the influence of perceived cues on user decision-making (Spence, 
1978). With the proliferation of mobile technologies and the expansion of mobile business strategies 
(Franque et al., 2021), understanding user engagement with mobility services has become increasingly 
important. Previous findings suggest that successful adoption of mobile learning or services is 
contingent on workplace relevance and support structures (García et al., 2019). Thus, the present study 
is situated within the Australian mobility services sector, aiming to investigate how positive mood, 
cognitive thinking, and employee workplace achievement influence job outcomes and the intention to 
adopt MSS (Ko et al., 2022). Given the rapid pace of societal and technological change, integrating 
these factors provides insights into how organizational processes adapt to technological innovation, 
shaping current and future work environments (Marion & Fixson, 2021). Accordingly, this study 
contributes both theoretical and contextual advancements by extending TPB and Signaling Theory into 
a European, technology-driven organizational setting. 

2.  Literature Review  
 

This study is grounded in the Theory of Planned Behavior (TPB) and Signaling Theory to explain 
the hypothesized relationships. The TPB conceptualizes the link between behavior, intention, and 
attitude, emphasizing that individuals’ behavioral intentions are shaped by their attitudes, perceived 
social pressures, and perceived behavioral control (Shamim et al., 2021). It asserts that behavioral 
choices are influenced by internalized norms, personal obligations, perceived responsibility, and 
awareness of the consequences affecting oneself, others, and broader ecosystems. Within this 
framework, attitudes are defined as an individual’s positive or negative evaluations of performing 
specific behaviors, which directly influence their intentions and actions. Complementing this, 
Signaling Theory, originally introduced by Spence (1978), explains how individuals interpret and 
respond to signals about the quality or credibility of actions and entities. Since its development, 
Signaling Theory has been widely applied across various domains of branding, consumer behavior, and 
organizational studies. Recent advancements in digital technologies have significantly accelerated the 
promotion and adoption of MSS, where signaling mechanisms and cognitive evaluations play crucial 
roles in shaping user intention (Garaus & Garaus, 2021). In this context, understanding how employee 
mood, cognitive thinking, and workplace achievements contribute to job outcomes and, ultimately, the 
intention to use mobility services is increasingly important. 

2.1. Positive moods and Job Outcomes 

Positive moods are defined as affective conditions that are relatively enduring and not directly 
caused by identifiable events (Diener et al., 2014; Sheldon et al., 2021). In organizational settings, such 
moods play a significant role in shaping cognitive patterns, influencing how individuals organize and 
retrieve information, which in turn affects decision-making and performance outcomes. Employees in 
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a positive mood are more inclined to access pleasant memories and associations, enhancing cognitive 
flexibility and increasing their capacity to generate innovative solutions (Djamasbi et al., 2010; Shen, 
2015). Empirical evidence highlights that when user environments are designed to be engaging or 
playful, individuals tend to adopt more favorable attitudes toward tasks and services (Liao & Tsou, 
2009). Furthermore, positive moods can influence perceived value, especially in contexts involving 
hedonic applications, where perceived enjoyment often outweighs utilitarian considerations (Ahn et al., 
2007). This is particularly relevant in MSS, where user experience and perception significantly affect 
engagement and performance. Building upon the theory of planned behavior and signaling theory, the 
present study argues that employees’ positive moods are likely to enhance job-related achievements, 
especially when engaging with technology-based systems such as mobility services. Individuals 
experiencing positive affective states tend to exhibit higher levels of productivity and engagement, 
which contributes to improved job outcomes. 

H1: Positive moods positively influence job outcomes 
 
2.2. Cognitive Thinking and Job Outcomes 

Cognitive ability represents an individual’s capacity to acquire, organize, and apply knowledge to 
solve problems and make decisions effectively (Dworak et al., 2021; Neubert, 2004). It encompasses 
analytical thinking, reasoning, adaptability, and problem-solving elements that are foundational for job 
performance across varying roles and industries. Smither et al. (1989) emphasize that workplace 
achievements depend not only on interpersonal interactions but also significantly on cognitive 
competence. Individuals who effectively leverage their cognitive skills tend to demonstrate greater 
confidence, adaptability, and control in complex work environments, enhancing both individual and 
organizational performance outcomes (Rozgonjuk et al., 2021). Those who exhibit high cognitive 
functioning often perform better under pressure, respond more constructively to challenges, and are 
more adept at integrating information to support decision-making. Moreover, cognitive ability 
contributes to self-regulation and goal orientation, factors consistently linked to enhanced work quality 
and output (Basham, 2007). The relevance of cognitive thinking becomes increasingly prominent in 
digitally advanced systems such as mobility service platforms, where employees are expected to 
interpret and respond to real-time data and shifting conditions. Extending prior research and guided by 
the theory of planned behavior and signaling theory, the present study suggests that cognitive thinking 
is positively associated with job outcomes in such technology-mediated contexts. 

H2: Cognitive thinking positively influences job outcomes. 
 

2.3. Cognitive Thinking and Employee Workplace Achievement 

Contemporary organizations face persistent challenges in sustaining employee achievement and 
cultivating long-term commitment. Employee success is closely linked to competence, 
professionalism, and engagement in job-related activities. Firms that emphasize cognitive capability 
development often observe improved individual and collective performance outcomes (Putri & 
Setianan, 2019). Workplace achievement encompasses a broad spectrum of indicators, including 
progression opportunities, access to social and institutional support, and engagement in meaningful 
tasks. Empirical studies have established that cognitive ability significantly contributes to career 
advancement, particularly in the form of wage differentials and professional growth (Bütikofer & Peri, 
2020; Lubis et al., 2021; Neubert, 2004; Rozgonjuk et al., 2021). In emerging economies, cognitive 
skills have been shown to influence pay premiums, highlighting their value in competitive labor 
markets (Bütikofer & Peri, 2020). Furthermore, cognitive ability becomes particularly critical in roles 
characterized by minimal interpersonal interaction, where independent decision-making and analytical 
problem-solving are emphasized  (Landers et al., 2022). Cognitively skilled individuals tend to receive 
greater institutional support and are more likely to be entrusted with higher-level responsibilities, 
owing to their structured approach to solving complex problems. These cognitive attributes enhance 



D. Ahmad, et al. / Journal of Digitovation and Information System 05 (02) 102 – 115 
 

 

 
105 

 

adaptability, increase autonomy, and improve organizational fit, leading to elevated achievement levels 
across job roles. Building on the theory of planned behavior and signaling theory, the present study 
contends that individuals with higher cognitive ability are better positioned to achieve favorable 
outcomes within workplace settings. 

H3: Cognitive thinking positively influences employee workplace achievement. 

2.4. Employee Workplace Achievement and Job Outcomes 

Employee workplace achievement is shaped by both internal motivation and external support 
structures, including recognition, developmental opportunities, and interpersonal reinforcement. 
Employees who receive consistent support from supervisors and colleagues, along with both intrinsic 
and extrinsic rewards, are more likely to perform effectively and engage in organizational citizenship 
behaviors  (Maverin et al., 2021). Elements such as job enrichment, satisfaction, and self-efficacy 
contribute meaningfully to these behaviors, which in turn enhance task engagement and goal 
commitment (Tumi et al., 2021). Jolly et al. (2021) conceptualize supportive environments and 
resource availability as critical aspects of psychological climate that promote innovative performance. 
These contextual factors are particularly influential when paired with employees' emotional positivity, 
which facilitates access to workplace resources and enhances collaboration (Liao & Tsou, 2009; Putri 
& Setianan, 2019; Salinas et al., 2021). Employees who benefit from social capital, increased 
remuneration, and cognitively enriching assignments are often positioned to exhibit higher creativity, 
resilience, and productivity. Building on the theory of planned behavior and signaling theory, the 
present research proposes that employee workplace achievement acts as a significant antecedent to job 
performance, especially within environments that integrate MSS and technologically adaptive tasks. 

H4: Employee workplace achievement positively influences job outcomes. 
 
2.5. Job Outcomes and Intention to use Mobility Service System 

Intention to use technology-driven MSS is significantly influenced by individuals’ perceptions and 
their evaluations of job-related experiences. Research has characterized intention to use as a 
consequence of cognitive evaluations, where individuals are inclined to form favorable or unfavorable 
attitudes based on perceived outcomes (Davis & Cosenza, 2005; Franque et al., 2021; Hansla et al., 
2008). In the organizational context, principal job outcomes such as performance, creativity, and 
organizational citizenship behaviors (OCB) have been consistently associated with employees' 
willingness to engage with innovative systems  (Shaw, 1992). Empirical investigations have revealed 
that statistical interest in job outcomes linked to mobility systems has been growing, particularly in 
Australian organizations (Wang et al., 2006). Despite this, there remains a notable gap regarding the 
critical antecedents driving user intention towards mobility service adoption. While technology 
development efforts have focused on enhancing accessibility and user-friendliness, actual utilization 
rates remain inconsistent, suggesting that favorable job outcomes may be pivotal in shaping intention 
(Ko et al., 2022). Extending previous research streams and drawing on the theory of planned behavior 
and signaling theory, the present study proposes that positive job outcomes enhance employees' 
intention to engage with MSS. Achievements in job roles manifested through performance, creativity, 
and OCB can strengthen perceptions of personal efficacy and system utility, which are instrumental in 
technology acceptance behaviors. 

H5: Job outcomes positively impact intention to use mobility service systems. 
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Figure 1. Theoretical Framework of the Study 
 

3.  Research Methodology 
 

3.1. Participants and Procedure 
 
The target population comprised permanent employees working in Australian mobility service 

firms located in the Australia. The Australia has emerged as a significant player in the global labor 
market, with a focus on training and mobility (Van Mol et al., 2021). However, research indicates that 
only a limited number of Australian organizations value international academic experience (Van Mol, 
2017). An official letter explaining the purpose of the study was sent to the management of the 
identified mobility service firms to seek permission for employee participation. Following 
management approval and ethical clearance from the researchers' university, employee email addresses 
were obtained to distribute the survey. Participation was voluntary, and confidentiality was assured. 
All surveys were conducted in English, and all employees demonstrated sufficient proficiency in the 
language. A total of 650 employees were contacted via email, and an invitation letter along with the 
survey was sent explaining the study's purpose. Out of these, 610 employees consented to participate. 
A total of 510 completed responses were received; after eliminating 30 incomplete or disengaged 
responses, the final sample comprised 480 valid responses, resulting in an effective response rate of 
80%. 

  
3.2. Measures of the Study 

 
A structured questionnaire consisting of 27 items was employed to measure the constructs of 

interest, using validated scales from existing literature. All responses were recorded on a 7-point Likert 
scale ranging from 1 ("Strongly Disagree") to 7 ("Strongly Agree"). Pay Increase Measured using a 3-
item scale adapted from Heneman et al. (2002), focusing on increases in compensation such as paid 
time off and stock-based rewards. Social Support Assessed separately for supervisor and co-worker 
support using a 3-item scale from Choi et al. (2012) and Karatepe (2012), including items such as 
willingness to listen to problems and timely accommodation of needs. Enriched job level captured 
through a 3-item scale from  Hackman and Oldham (1975), measuring dimensions such as skill variety, 
task identity, and feedback. Cognitive thinking operationalized via two dimensions control and 
curiosity using a 3-item scale from Agarwal and Karahanna (2000), with items like control over mobile 
interactions and stimulation of curiosity. Positive mood measured using a 3-item scale from  Agarwal 
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and Karahanna (2000), with items assessing feelings of happiness, pleasure, and gladness. Performance 
evaluated using a 3-item scale adapted from Chenhall and Langfield-Smith (2007) and Neely et al. 
(1997), assessing timeliness, accuracy, and simplicity in work processes. Organizational citizenship 
behavior (OCB) measured with a 3-item scale from Williams and Anderson (1991), assessing 
discretionary behaviors such as assisting co-workers and going beyond assigned duties. Creativity 
assessed through a 3-item scale adapted from Zhou and George (2001), capturing proactive idea 
generation and search for new techniques. Intention to use mobility service system  measured using a 
3-item scale adapted from  Park and Kim (2013) and Wang and Li (2012), focusing on quality and 
experience of mobile applications during mobility. 

 
4.  Data Analysis and Results 

 
4.1. Measurement Model 

SmartPLS 4.0 was utilized to estimate the measurement and structural models. During the 
preliminary analysis, participants' gender, marital status, and residential background were found to 
have significant impacts on their satisfaction levels and intention to use MSS. These demographic 
variables were thus statistically controlled during further analysis. 

Table 1: Demographic Profile 
Demography Description No. of Responses % 
Gender Male 260 54.2 

 Female 220 45.8 
Marital Status Married 330 68.8 

 Not Married 150 31.2 
Residence Rural 190 39.6 

 Urban 290 60.4 
 

The reliability and validity of the measurement constructs were assessed through Cronbach’s Alpha 
(CA), Composite Reliability (CR), and Average Variance Extracted (AVE) following established 
guidelines (Henseler et al., 2015; Sarstedt et al., 2022). All CA and CR values exceeded the threshold 
of 0.70, demonstrating satisfactory internal consistency. Furthermore, all AVE values were above the 
recommended minimum of 0.50, confirming convergent validity. 

Table 2: Composite Reliability, Cronbach’s Alpha and AVE values 
   Constructs/Items CA AVE CR AVE SQRT 
   Cognitive Thinking 0.782 0.660 0.853 0.813 
    Employee Workplace Achievement 0.821 0.639 0.841 0.799 
    Intention to use MSS 0.878 0.640 0.840 0.800 
  Job Outcomes 0.743 0.654 0.850 0.809 

o  Positive Mood 0.782 0.675 0.892 0.822 
Note: CR=composite reliability; AVE=average variance extracted  
 
Discriminant validity was assessed using the Fornell-Larcker criterion. Discriminant validity is 

established when the square root of AVE for each construct is greater than its correlations with other 
constructs (Fornell & Larcker, 1981; Sarstedt et al., 2022). 
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Table 3: Discriminant Validity 
 CT EWA IUMSS JO PM 
         CT 0.790     
        EWA 0.639 0.715    
        IUMSS 0.447 0.485 0.780   
         JO     0.742 0.665 0.437 0.820  

       M 0.127 0.073 -0.110 0.082 0.721 
 Note: IUMSS=Intention to use MSS; PM= Positive Mood; CT= Cognitive 
Thinking; EWA= Employee Workplace Achievement; JO= Job Outcomes 

 
The measurement model demonstrated strong reliability, convergent validity, and discriminant 

validity, validating the constructs for the subsequent structural model analysis. 
 

4.2. Assessment of Structural Model 
 

4.2.1.  Hypothesis Testing 

Following the confirmation of construct validity and reliability in the measurement model, the 
structural model was assessed using SmartPLS 4.0, (Sarstedt et al., 2022). The aim was to evaluate the 
hypothesized relationships between constructs and determine their statistical significance. The analysis 
included path coefficients (ß), t-values, and p-values to assess the strength and significance of the 
hypothesized relationships (Hair et al., 2017; Henseler et al., 2015). The analysis was conducted using 
SmartPLS 4.0 (Ramayah et al., 2018), allowing examination of both direct and indirect effects within 
the model. A t-value above 1.64 was considered statistically significant at the 0.05 level, as 
recommended in prior literature. The results indicated that cognitive thinking had a significant positive 
effect on employee workplace achievement (ß = 0.710, p = 0.000), supporting the first hypothesized 
path. Cognitive thinking also demonstrated a significant impact on job outcomes (ß = 0.213, p = 
0.001), affirming the second proposed relationship. Furthermore, employee workplace achievement 
was found to significantly influence job outcomes (ß = 0.467, p = 0.001), lending support to the third 
hypothesis. Job outcomes exhibited a strong and statistically significant effect on the intention to use 
MSS (ß = 0.564, p = 0.000), validating the fourth hypothesized path. Lastly, positive mood had a 
notable and significant influence on job outcomes (ß = 0.412, p = 0.050), confirming the fifth 
hypothesis. These findings validate the proposed relationships among the core constructs in the 
research model and demonstrate the interdependence of mood, cognition, and workplace outcomes in 
influencing mobility system adoption. 

Table 4: Hypothesis Testing 
 B-

Value 

Sample 

Mean 

Standard 

Deviation 
T value P-value  

CT -> EWA 0.710 0.705 0.082 6.613 0.000 Accept 
CT -> JO 0.213 0.432 0.086 3.221 0.001 Accept 
EWA -> JO 0.467 0.324 0.115 2.991 0.001 Accept 
JO -> IUMSS 0.564 0.474 0.09 4.521 0.000 Accept 
PM -> JO 0.412 0.322 0.213 2.245 0.05 Accept 
Note: IUMSS=Intention to use MSS; PM= Positive Mood; CT= Cognitive Thinking; EWA= 
Employee Workplace Achievement; JO= Job Outcomes 

 

4.2.2. Assessment of R2 

The coefficient of determination (R²) was used to assess the predictive accuracy of the model. R² 
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represents the proportion of variance in the endogenous constructs that can be explained by the 
exogenous constructs. (Rigdon, 2012) stated that coefficient of determination is also recognized as a 
sample's predictive power.  Values above 0.67 are considered substantial, 0.33 moderate, and 0.13 
weak (Chin, 1998). The results indicated that 43.2% of the variance in employee workplace 
achievement was explained by cognitive thinking. Job outcomes were predicted with 38.9% accuracy, 
explained by cognitive thinking, employee workplace achievement, and positive mood. Lastly, 
intention to use MSS had an R² value of 0.605, reflecting strong explanatory power from job outcomes. 

 
Table 5: Assessment of R square 
  R2 

Employee workplace 
achievement 0.432 

Intention to use Mobility 
system 0.605 

Job outcomes 0.389 
 

These results support the structural integrity of the proposed model and affirm the significance of 
cognitive, affective, and behavioral factors in shaping employee engagement with mobility services in 
organizational settings. 

 

 

 

 

 

 

 

 

 

 

 
 
 

 
Figure 2. PLS Bootstrapping 

 
5. Discussion 

The findings affirm that all proposed hypotheses were statistically supported, reflecting consistent 
patterns across the Australian mobility service sector. Cognitive thinking showed a significant and 
positive influence on both job outcomes and employee workplace achievement. This supports prior 
claims that cognitive ability enhances reasoning, adaptability, and information processing, which 
collectively drive professional success (Dworak et al., 2021; Landers et al., 2022). In environments that 
demand autonomy and analytical judgment, such as technology-integrated mobility services, the ability 
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to process and evaluate information becomes critical for performance effectiveness. Similarly, the 
positive mood of employees was found to influence job outcomes meaningfully. This aligns with 
previous findings that individuals experiencing positive affect are more likely to activate constructive 
mental associations, engage in innovative behavior, and demonstrate higher levels of motivation and 
cooperation (Djamasbi et al., 2010; Sheldon et al., 2021; Shen, 2015). These psychological states 
directly influence creativity, task execution, and organizational citizenship behavior. Workplace 
achievement measured through enriched job levels, pay increase, and social support demonstrated a 
significant association with job outcomes. This suggests that perceived career growth and social 
support networks enhance employees’ sense of efficacy and encourage greater discretionary effort and 
engagement. These results extend existing research on the motivational outcomes of employee 
recognition and developmental opportunities (Bütikofer & Peri, 2020; Lubis et al., 2021). The findings 
also confirm that job outcomes significantly influence the intention to adopt MSS. Employees who 
report higher creativity, performance, and engagement are more likely to accept and integrate new 
technologies. This supports the view that positive work experiences and capability perceptions drive 
openness to innovation, consistent with studies on technology adoption behavior (Kevin et al., 2021; 
Ko et al., 2022). Furthermore, demographic insights indicated that male employees were slightly more 
likely to engage with mobility service platforms than their female counterparts, a trend that may reflect 
task allocation norms or varying access to digital interfaces within certain roles. While not the central 
focus of the research, this gender-based variance may warrant future investigation. Overall, the study 
contributes to both theoretical and contextual literature by demonstrating how cognitive and emotional 
mechanisms shape workplace behavior and technological acceptance. These findings build on and 
align with prior empirical work in European service organizations (Bauwens et al., 2021; Renard et al., 
2021; Van Mol et al., 2021; Vrščaj et al., 2021).  

6. Implications, Limitations, And Future Research Directions 

This study contributes to theory by integrating the Theory of Planned Behavior (TPB) and 
Signaling Theory into a unified framework to investigate employee-related and technology-driven 
behavioral outcomes. TPB provides a foundation for understanding how cognitive and affective factors 
shape behavioral intentions through perceived control, attitudes, and social norms (Shamim et al., 
2021), while Signaling Theory offers insight into how individuals interpret cues related to technology 
value and credibility (Spence, 1978). A key contribution of this research is the bridging of constructs 
from behavioral psychology such as mood, intention, and cognitive thinking with organizational and 
information systems literature on digital adoption. This integration provides a conceptual advance that 
links internal employee states to external technology use, specifically in the underexplored context of 
MSS in organizational settings. The study also extends the discourse on employee-centric digital 
transformation by emphasizing cognitive thinking as a strategic internal capability. It highlights the 
role of psychological readiness and emotional affect in shaping job performance and system adoption. 
As such, this research offers a foundation for cross-disciplinary theorization in management, 
psychology, and digital innovation. The results offer several implications for practitioners in human 
resource development and organizational digitalization. First, job outcomes comprising performance, 
creativity, and organizational citizenship behavior emerged as the most influential predictors of 
intention to use mobility services. Managers should, therefore, foster workplace environments that 
support these outcomes by encouraging autonomous decision-making and collaborative engagement 
(Ruiz-Palomino et al., 2023). Second, workplace achievement enriched job roles, performance 
incentives, and social support should be prioritized during the design and implementation of mobility 
systems. These elements enhance motivation and technology receptiveness among employees. 
Organizational policies aimed at mobility adoption must align with human factors such as employee 
satisfaction, perceived fairness, and role clarity. Third, awareness and training programs should be 
integrated into system rollouts to mitigate employee resistance and maximize system utility. 
Orientation sessions that highlight the relevance, usability, and long-term benefits of mobility services 
are particularly valuable for both managerial and technical employees  (Kevin et al., 2021; Sheldon et 
al., 2021; Vrščaj et al., 2021). Despite its contributions, this study has certain limitations. It is based on 
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data from Australian mobility service firms, which may limit the generalizability of findings to other 
industries or national contexts. Future studies could broaden the sampling frame to include users across 
different sectors or countries, enabling comparative insights. Secondly, the cross-sectional design 
restricts causal interpretation. Future research may adopt longitudinal approaches to track changes in 
mood, cognition, and system usage over time, providing a more robust causal framework. Third, this 
study does not explore potential mediating or moderating mechanisms. Future inquiries could 
investigate whether job outcomes mediate the relationship between mood and technology adoption, or 
whether employee age or digital literacy moderate these relationships. Lastly, while this research 
employed TPB and Signaling Theory, upcoming research could integrate models such as the 
Technology Acceptance Model (TAM) or the Unified Theory of Acceptance and Use of Technology 
(UTAUT) to further enhance explanatory power in technology-use behavior. 

7. Conclusion 

This research developed and empirically validated a comprehensive framework linking cognitive 
thinking, positive mood, and workplace achievement to job outcomes and technology adoption. It 
demonstrated that job performance-related variables not only influence internal work behaviors but 
also significantly affect employees’ readiness to adopt mobile innovations. Findings affirm that 
cognitive competence and affective states are essential in driving both productivity and openness to 
innovation. In particular, employees who experience enriched job roles and feel socially supported are 
more likely to engage positively with digital transformation initiatives. These insights are critical for 
designing employee-centric digital strategies and contribute to the broader conversation on 
organizational readiness in the era of mobility-driven work environments. 
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Questionnaire Items 

Variables Items 
 

Sources 

 Employee Workplace Achievement  

Pay Increase 

1. The total amount of increases to base pay 
2. The total amount of increases in the form of 

time off with pay 
3. The total amount of increases in the form of 

stock 

(Heneman et al., 2002) 

Social Support 
(Co-worker 
support, 
Supervisor 
support) 

1. Co-workers were willing to listen to my 
problems. 

2. Co-workers offered to help me in some 
way. 

3. The supervisor ensured accommodations 
were provided in a timely manner. 

(Choi et al., 2012; 
Karatepe, 2012) 

Enriched Job 
Level 

1. Skill variety 
2. Task identity 
3. Feedback from the job itself 

(Hackman & Oldham, 
1975) 

Positive Mood 
1. Happy 
2. Pleased 
4. Glad 

(Agarwal & Karahanna, 
2000) 

Cognitive 
Thinking 
(control, 
curiosity) 

1. When using the mobile system I feel in 
control. 

2. The Web allows me to control my mobile 
interaction. 

3. Using the mobile excites my curiosity. 

(Agarwal & Karahanna, 
2000) 

 Job Outcomes  

Performance 

1. Should be simple to understand 
2. Should provide timely and accurate 

feedback 
3. Should be the focus on improvement rather 

than variance 

(Chenhall & Langfield-
Smith, 2007; Neely et al., 
1997) 

OCB 

1. I adequately complete assigned duties. 
2. I fulfill assigned duties specified in the job 

description. 
3. I spend time with co-workers via personal 

phone conversation for work-related 
matters. 

(Williams & Anderson, 
1991) 

Creativity 

1. Suggest new ways to achieve goals or 
objectives. 

2. Comes up with new and practical ideas to 
improve performance. 

3. Searches out new technologies, processes, 
techniques, and/or product ideas. 

(Zhou & George, 2001) 

Intention to 
use mobility 
service system 

1. Using mobile applications keeps me in 
touch with the world anytime and anywhere 
I go. 

2. The experience of using mobile applications 
is unaffected while being mobile. 

3. The quality of mobile applications is 
unaffected regardless of where I am. 

(Park & Kim, 2013; 
Wang & Li, 2012) 
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