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Abstract: Reducing resistance to change is fundamental to dealing with the rapid and continuous
changes of the 21st century labor market. Personality traits have been widely studied in relation
to resistance to change. However, personality is not completely suitable for primary prevention
intervention, since it does not change over time. Instead, humor styles appear to be a promising
preventive resource to facilitate the negotiation process by enabling individuals to cope with the current
work environment. Using a sample of 149 university students, this study analyzed the relationship
between personality traits, such as extraversion and emotionality, humor styles, and resistance to
change. The mediation analysis highlighted that both affiliative and self-enhancing humor styles
could promote integrative negotiations within organizations in relation to change, due to their
negative relationships with resistance to change. Thus, implementing dedicated interventions to
increase the usage of affiliative and self-enhancing humor styles could help in lowering the failure
risk in negotiation processes, supporting changes.

Keywords: humor styles; resistance to change; negotiation; integrative negotiation; self-enhancing
humor; affiliative humor; extraversion; emotionality

1. Introduction

Our century is characterized by rapid and incessant economic change. Knowing how to adaptively
respond to change not only defines the longevity and success of an organization [1,2] but also ensures
organizational well-being in line with the sustainable development goals defined by the UN [3]. In this
sense, primary prevention interventions to build individuals’ strengths, such as the ability to adapt
and promote change, as well as to reduce risks, are fundamental [4–6]. Even if change is crucial to
adaptively cope with modern phenomena, such as globalization and unstable labor markets [7,8],
change could be experienced by individuals as stressful and undesirable. Even though resistance
to change is a natural part of the change process [9], the ability and willingness of individuals to
adapt to organizational change differs [10]. Some studies suggest that loss of control due to change
is one of the major causes of resistance [11]. Indeed, the feeling of losing control over life and work
situations due to change (i.e., performing outside of a well-defined and familiar framework) can
push individuals to oppose change. Lack of psychological resilience can hinder change processes
too, since individuals with a low psychological resilience have worse coping strategies than their
peers [12]. Change implies more work in the short term (i.e., learning and adjustments are required
to adapt to new tasks) and people, especially those with a low psychological resilience, are reluctant
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to undergo the required adjustments [13]. Moreover, personality traits differences in resistance to
change have been assessed by the scientific literature. For instance, if dogmatism emerged to predict
individuals’ acceptance to change [14] in the past, more recent works have focused on emotional
stability (i.e., emotionality, neuroticism) and extraversion traits [15,16]. These studies report that
extraversion scores were negatively related to resistance to change scores, while emotionality (i.e., the
tendency to experience anxiety in response to life’s stresses), appeared to be positively related with
individuals’ reluctance to accept organizational changes. The existence of such relationships is not
surprising since individuals with a high score on emotionality traits experience anxiety in response to
life’s stresses [17]. Thus, changes within organizations could increase their levels of insecurity and
produce further stress [16]. Extraversion, instead, is characterized by a high need for stimulation and
extraverted individuals are more likely to welcome change than to resist it, i.e., they experience more
positive emotions in relation to change [17,18]. Despite the evidence that links individuals’ dispositions,
such as emotionality and extraversion, with workers’ resistance to change, personality is an intrinsic
psychological feature that is unlikely to change over time. Traditionally, it has been considered as
stable [19], not increasable through specific training. For this reason, the scientific literature regarding
change dynamics within organizations, in line with the primary prevention approach, has recently
considered other constructs and dynamics to facilitate interventions [20]. Traditionally, prevention is
articulated in three levels: Primary prevention, secondary prevention, and tertiary prevention [21].
Primary prevention is focused on both avoiding the emergence of a problem before it begins and on
promoting strengths. Secondary prevention regards early interventions when symptoms first emerge.
Tertiary prevention aims to decrease symptoms and to support the functional recovery of the individual.
The preventive perspective is more effective when the efforts to decrease risks are combined with the
efforts to increase resources [5,6]. Primary prevention is particularly focused on building resources for
individuals [4–6,22,23]. In this sense, in a constantly changing world, negotiation processes are crucial
in organizations. Having new resources to reduce resistance to change could lead to a lower risk of
failure for the negotiation processes [24,25].

Negotiation is an important area of research for organizational management [26] and can be
defined as a decision-making form in which two or more parties interact with each other to resolve their
opposing interests [27]. The following conditions are necessary to realize a negotiation process [28]:
There are two or more parties (individuals, groups, organizations); there is a conflict between the needs
and expectations of the parties; the parties choose to negotiate; there is the activation of a “give and
take” process (the parties are willing to modify statements and initial requests to reach an agreement);
and the parties prefer to negotiate to find an agreement instead of opposing. Change emerges as a
pivotal condition for the negotiation process that seeks to reach an agreement among the different
parties. In the literature, it is possible to distinguish between two perspectives [29]: Negotiation for
win or distributive bargaining; and integrative negotiation or negotiation to grow. Negotiation for win
or distributive bargaining regards bargaining situations that distribute, spread, or divide resources
among the parties involved, with a perspective of constant or zero-sum power. Integrative negotiation,
or negotiation to grow, is a decision-making process in which two or more parties interact to resolve
or manage their opposite interests, with a perspective of variable sum power. The second form of
negotiation, variable sum negotiation, is preferable to distributive because integrative builds long-term
relationships (e.g., trust increased) and thus, facilitates working together in the future [30]. However,
indications on how to conduct a negotiation that reduces resistance to change are scarce, at least
regarding which type of communication is more effective and appropriate [31–33]. The Psychology of
Harmony and Harmonization [34] asks instead for people’s relationality aspects which may be crucial
in realizing harmony between individuals in different contexts, and the workplace is no exception.

Humor appears to be a resource which can be used to overcome resistance to change [35,36].
However, not all the humor styles enhance an openness towards change. Indeed, it has been reported
by the scientific literature that a difference between potentially adaptive and beneficial functions of
humor and the use of humor can be detrimental to well-being [15,37,38]. Aggressive humor (i.e.,
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the expression of humor without regard for its potential impact on others) and self-defeating humor
(i.e., excessively self-disparaging humor) appear to increase resistance to change. Differently, affiliative
humor (i.e., the use of humor to facilitate relationships) and self-enhancing humor (i.e., the capability to
maintain a humorous perspective even in the face of stressors) appear to benefit the change process [39].

Interestingly, affiliative humor is strongly correlated to extraversion [39,40], while self-enhancing
humor is related to extraversion (positively) and emotionality (negatively) [39,41]. Therefore, humor styles
are related both to personality traits (such as emotionality and extraversion) and resistance to change.

The article is organized as follows: First, the aim of the study is defined, and the hypotheses
developed is based on the literature. Then, in the “Methods and Procedure” section information
about the participants, their recruitment, the measures employed, and the data collection procedure
are presented. In the Results section, both descriptive and inferential analyses are described. Finally,
the discussion follows highlighting the strengths and limitations of the study.

Aim of the Study and Hypotheses Development

The present study tests whether humor styles can mediate the relationship between personality
traits (i.e., extraversion and emotionality) and individuals’ resistance to change. Indeed, evidence in
the literature links humor styles with both personality traits and resistance to change. Nevertheless,
none of the previous studies have considered the relationships of these three variables at the same time.
First, we will test the assumption for mediation analysis by extending the literature results regarding
the relation between emotionality and extraversion traits and resistance to change [15,16] by employing
the HEXACO model of personality traits, which on the contrary has never been tested together with
resistance to change. Starting from the Eysenck three-factor model of personality [42,43], and passing
through the well-known and established Five-Factor model [44,45], the HEXACO model of personality
can be conceived as the most evolved and updated conceptualization of personality [17,46].

Despite the lack of evidence, based on the Five-Factor model of personality, we can draw a
link between emotionality and extraversion traits and resistance to change [15,16]. In particular,
the emotionality trait should be positively associated with resistance to change (H2), while extraversion
negatively (H5).

The relationship between the HEXACO model of personality traits and humor styles as defined
by Martin et al. [39] has been only tested once [47]. Referring to this study, we hypothesized that
emotionality could be negatively associated with self-enhancing humor (H1). The extraversion trait
should instead be positively correlated with both affiliative (H3) and self-enhancing humor (H4).

As for the connection between humor and resistance to change, no other work tested it referring
to the model of humor by Martin et al. Previous literature regarding other models stressed the role
of “adaptive” humor in reducing resistance to change [35,39]. Thus, we transposed this evidence
to the model of humor by Martin et al. in formulating our hypotheses, considering self-enhancing
and affiliative humor styles as an “adaptive” form of humor. Consequently, we expected a positive
correlation between resistance to change and both self-enhancing (H6) and affiliative (H7) humor
styles, while no relationship is expected regarding “maladaptive” humor styles (H11).

Finally, given the expected relationships, in this study we will also construct mediation models
using personality traits as predictors (i.e., emotionality and extraversion), humor styles as mediators
(self-enhancing and affiliative humor), and individuals’ resistance to change as outcome variable (H9
and H10). The exploration of the mechanisms through which the HEXACO model of personality traits
(causal variables) affects resistance to change (both directly and indirectly) has never been tested so far
in the literature.

In the end, the following hypotheses were formulated:

H1: Emotionality is negatively correlated with self-enhancing humor.

H2: Emotionality is positively correlated with individuals’ resistance to change.

H3: Extraversion is positively correlated with affiliative humor.
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H4: Extraversion is positively correlated with self-enhancing humor.

H5: Extraversion is positively correlated with individuals’ resistance to change.

H6: Self-enhancing humor is negatively correlated with resistance to change.

H7: Affiliative humor is negatively correlated with resistance to change.

H8: Self-enhancing humor mediates the effect of emotionality on individuals’ resistance to change.

H9: Self-enhancing humor mediates the effect of extraversion on individuals’ resistance to change.

H10: Affiliative humor mediates the effect of extraversion on individuals’ resistance to change.

H11: Aggressive humor and self-defeating humor are not able to mediate the relationship between the personality
traits considered (i.e., emotionality and extraversion) and resistance to change.

2. Materials and Methods

2.1. Participants

Given the exploratory nature of the present work, the authors chose a nonprobability method
based on the voluntary census to test the hypotheses. In these circumstances, studies based on
voluntary participation can be extremely effective [48]. Relying on descriptive statistics and correlation
matrices shown in previous similar studies, we determined the necessary sample size to conduct
our analyses. Assuming the same relationship between the variables that we want to test in our
mediation models and a significance level of 0.05, we carried out the Monte Carlo Power Analysis
for Indirect Effects [49]. The analysis showed that a sample size of 110 individuals would be enough
to ensure a statistical power of 0.80. Overall, 149 (109 females) participants were recruited for this
study. The participants were the University of Florence’s students, with an average age of 24 (sd = 2.2),
that soon will approach the world of work.

2.2. Measures

2.2.1. HEXACO-60—Italian Version

HEXACO [46] is a short personality inventory composed of 60 items that are measured via a
5-point Likert scale, ranging from 1 = absolutely false to 5 = absolutely true. The HEXACO assesses
six dimensions: Honesty-humility; emotionality (e.g., I would feel afraid if I had to travel in bad
weather conditions); extraversion (e.g., I prefer jobs that involve active social interaction to those that
involve working alone); agreeableness; conscientiousness; and openness to experience. The reliability
coefficients for the HEXACO scale ranged between 0.73 and 0.80. The psychometric properties and the
validity of the Italian version of HEXACO resulted in line with the original scale [50].

2.2.2. Resistance to Change Scale—Italian Version

Derived from the original scale [15], the Italian version of the Resistance to Change Scale (RCS) is
composed of 18 items measured via a 5-point Likert scale, ranging from 1 = absolutely false to 5 =

absolutely true. Different from the original scale, the Italian version of the instrument is articulated
in three dimensions instead of four, namely: Routine Seeking (e.g., I will take a routine day over a
day full of unexpected events any time), Emotional Reaction to Imposed Change (e.g., If I were to be
informed that there is going to be a significant change regarding the way things are done at work,
I would probably feel stressed), and Cognitive Rigidity (e.g., I do not change my mind easily). As was
true of the original scale, the Italian version of the Resistance to Change Scale is able to produce a
total score, with higher scores signaling a lower readiness and willingness to change. The reliability
coefficients for the original RCS dimensions ranged between 0.74 and 0.84 (Cronbach’s alpha = 0.87 for
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the RCS total score). The psychometric properties of the Italian version were assessed and showed
acceptable results [51].

2.2.3. Humor Styles Questionnaire—Italian Version

The Humor Style Questionnaire (HSQ) is composed of 32 items (eight items for each dimension),
measured through a 7-point Likert scale, ranging from 1 = totally disagree to 7 = totally agree [39].
The HSQ assesses four dimensions related to individual differences in the use of humor. These are:
Self-enhancing humor (i.e., humor is used to enhance the self), affiliative humor (i.e., humor fulfils the
role of enhancing social relationships), aggressive humor (i.e., humor serves to strengthen the self at
the expense of others), and self-defeating (i.e., humor is used to improve relationships at the expense
of self). The reliability of the scale ranges from 0.77 to 0.81. The psychometric properties of the Italian
adaptation of HSQ appear in line with the original scale [52].

2.3. Procedure

The questionnaires were administered to the students in group sessions by trained psychologists.
The study assured respondents anonymity and confidentiality. The questionnaire included a statement
(i.e., informed consent) regarding the personal data treatment, in accordance with the Italian privacy law
(Law Decree DL-196/2003). The workers authorized and approved the use of anonymous/collective data
for possible future scientific publications. Any participant could withdraw from the data collection session
at any time. The questionnaires were administered in a counterbalanced order to control for order effects.

2.4. Data Analysis

We first verified the preconditions necessary for Pearson correlation and mediation analysis.
For each Pearson correlation, we assessed the variables’ normality (asymmetry and kurtosis values),
homoscedasticity, and linearity. We also excluded gender-related differences for mediators and
dependent variables through independent sample Student t-tests. Subsequently, we carried out the
regression procedures supported by Hayes [53] for the assessment of mediation using the PROCESS
version 3.2 for SPSS [54]. We chose this statistical method since it allows to understand the mechanisms
through which the causal variable affects the outcome (both directly and indirectly). We tested several
simple mediation models (i.e., theoretical model 4) to assess the causal effects of an independent
variable (X) on an outcome variable (Y) through an intervening mediator variable (M). According
to Hayes [53], in a simple mediation model there are two possible pathways in which X could affect
Y. The first path directly connects X to Y, while the second bridges X and Y indirectly through M.
Then, we proceeded to estimate the effect sizes of the mediator through the index of mediation (i.e.,
completely standardized indirect effect) and k2 coefficient.

3. Results

3.1. Descriptive Statistics

At first, we described our sample using the participants’ average and standard deviation for
personality traits, humor styles, and resistance to change. Table 1 reports the descriptive statistics for
our University students’ sample. The data refer to all dimensions involved in our data collection.
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Table 1. Descriptive statistics for personality traits, humor style questionnaire’s dimensions, and
resistance to change. The average and standard deviation is presented for each variable.

Scale Variable Average (sd)

HEXACO

Honesty-humility 33.89 (5.54)

Emotionality 33.41 (6.56)

Extraversion 33.37 (6.09)

Agreeableness 30.06 (5.58)

Conscientiousness 35.59 (5.46)

Openness to experience 32.65 (5.64)

Humor Style

Affiliative Humor 41.33 (8.07)

Self-Enhancing Humor 35.31 (7.29)

Aggressive Humor 29.02 (8.35)

Self-Defeating Humor 28.65 (7.65)

Resistance to Change Total Score 50.98 (11.65)

3.2. Mediation Analysis

Correlations between personality traits, Humor Style dimensions, and Resistance to Change
scores were explored. As a first step, we decided to not only test our first set of hypotheses (H2 and
H5) but also to give the full picture of the relationship between the HEXACO model of personality and
resistance to change by means of Pearson correlation. In general, both Extraversion and Emotionality
appeared related to Resistance to change. The results are shown in Table 2.

Table 2. Pearson correlation between personality traits and Resistance to Change score.

Scale Variable Resistance to Change

HEXACO

Honesty-humility 0.14

Emotionality 0.36 **

Extraversion −0.48 **

Agreeableness 0.19 *

Conscientiousness −0.01

Openness to experience −0.22 **

*: p ≤ 0 05; **: p ≤ 0 01.

As expected, Emotionality and Extraversion obtained the highest correlations among personality
traits and thus, were suitable as possible predictors for our mediation modeling procedures.
Subsequently, we tested the relationship between Emotionality and Extraversion with Humor Style
dimensions to test H1, H3, and H4 hypotheses. Emotionality showed a negative linear relationship with
Self-Enhancing Humor (r = −0.29; p = 0.001) and Aggressive Humor (r = −0.36; p = 0.001). Nevertheless,
Aggressive Humor did not show a significant linear relationship with Resistance to Change scores.
Thus, Aggressive Humor style was not suitable as a possible mediator because preconditions for
the mediation analysis were not met and thus confirming H11. Differently, Self-Enhancing Humor
correlated with Resistance to Change scores (r = −0.42; p = −0.001). Extraversion presented a positive
relationship with Affiliative Humor (r = 0.45; p = 0.001) and Self-Enhancing Humor (r = 0.28; p = 0.001).
Affiliative Humor appeared correlated with Resistance to Change scores (r = 0.45; p = 0.001). Overall,
both aggressive humor and self-defeating humor appear not to be suitable for mediation analysis (H6).

On this basis, we decided to perform three mediation analyses in order to test our last three
hypotheses H8, H9, and H10. The first model considered Emotionality as an independent variable and
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Self-Enhancing Humor as a mediator to predict Resistance to Change (model 1). The second and third
model had the same independent variable (i.e., Extraversion) and criterion variable (i.e., Resistance
to Change) but different mediators; Affiliative Humor for model 2 and Self-Enhancing Humor for
model 3. Figure 1 represents the relationship between Emotionality and Resistance to Change with
Self-Enhancing Humor as a mediator. Generally, Self-Enhancing Humor appeared able to mediate
the effects of Emotionality on Resistance to Change. The statistics related to each mediation path are
presented in Table 3.
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Figure 1. Model 1. Relationship between Emotionality and Resistance to Change, with Self-Enhancing
Humor as a mediator. k2 mediator effect size = 0.10.

Table 3. Model 1. Mediation analysis statistics. In the upper part of the table, the indexes related to
each regression analysis needed for testing the mediational model are summarized. In the lower part,
the coefficients for each path of the mediation model are provided.

F df p R2

X predicts M 13.05 1147 0.001 0.08
X and M predict Y 22.74 2146 0.001 0.24

X predicts Y 21.97 1147 0.001 0.13

Student t df p β

Path a −3.61 147 0.001 −0.32
Path b −4.54 147 0.001 −0.54
Path c’ 3.48 147 0.001 0.46
Path c 4.68 147 0.001 0.64

Note: df: degrees of freedom.

Consistent with our hypothesis, Emotionality showed a direct positive influence on Resistance to
Change (path c’). In other words, high-Emotionality individuals reported more difficulties in accepting
change. Moreover, Emotionality appeared to influence Resistance to Change scores indirectly through
the Self-Enhancing Humor style. Participants with a lower level of Emotionality were more likely
to engage in Self-Enhancing Humor (path a) and this type of humor appears to be associated with a
decrease in Resistance to Change (path b).

In Table 4, model effects indices are summarized.
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Table 4. Model 1 effect indices. In the table, the coefficients for all the effects of the mediation model
number 1 are presented.

Total Effect Direct
Effect

Indirect
Effect

Partial Standardized
Indirect Effect

Total Standardized
Indirect Effect k2

0.64 0.47 0.17 0.015 0.09 0.10

As we can gather from Table 4, 10% of the variance in Resistance to Change score is explained by
the indirect effect.

With the second model, we tested if the Extraversion effect on Resistance to Change could
be mediated by Affiliative Humor. In this case, Affiliative humor appeared able to mediate the
Extraversion effect on Resistance to change. In Figure 2, the model 2 graphical representation is shown.
In Table 5, the model related statistics are presented.
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Figure 2. Model 2. Relationship between Extraversion and Resistance to Change, with Affiliative
Humor as a mediator. k2 mediator effect size = 0.13.

Table 5. Model 2. Mediation analysis statistics. In the upper part of the table, the indexes related to
each regression analysis needed for testing the mediational model are summarized. In the lower part,
the coefficients for each path of the mediation model are provided.

F df p R2

X predicts M 38.32 1147 0.001 0.20
X and M predict Y 30.61 2146 0.001 0.30

X predicts Y 43.36 1147 0.001 0.23

Student t df p. β

Path a 6.19 147 0.001 0.60
Path b −3.74 147 0.001 −0.42
Path c’ −4.41 147 0.001 −0.66
Path c −6.58 147 0.001 −0.91

Consistent with our predictions, Extraversion demonstrated a significant direct negative effect on
Resistance to Change (path c’). Indeed, highly extraverted individuals were more willing to accept
change. Extraversion affected the criterion variable indirectly through Affiliative Humor. Participants
who scored high on the Extraversion dimension were also more likely to use humor to enhance social
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relationships (path a). At the same time, Affiliative Humor appeared able to decrease the resistance
connected to change (path b).

In Table 6, the model effects indices for model 2 are summarized.

Table 6. Model 2 effect indices. In the table, the coefficients for all the effects of the mediation model
number 2 are presented.

Total Effect Direct
Effect

Indirect
Effect

Partial Standardized
Indirect Effect

Total Standardized
Indirect Effect k2

−0.91 −0.66 −0.25 0.02 −0.13 0.13

As we can gather from Table 6, around 13% of the variance in Resistance to Change is explained
by using Affiliative Humor as a mediator.

For the third model, we proceeded as before (i.e., maintaining both the independent and the
criterion variable in the same way), testing for another mediator (i.e., Self-Enhancing Humor). Again,
Self-Enhancing Humor resulted in being able to mediate the Extraversion effect on Resistance to change.
We presented the model 3 graphical representation in Figure 3 and its related statistics in Table 7.
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also appeared to act on Resistance to Change indirectly through Self-Enhancing Humor. Highly 
extraverted individuals reported a more frequent use of Self-Enhancing Humor style (path a) than 
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Figure 3. Model 3. Relationship between Extraversion and Resistance to Change, with Self-Enhancing
Humor as a mediator. k2 mediator effect size = 0.09.
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the coefficients for each path of the mediation model are provided.
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X predicts Y 43.36 1, 147 0.001 0.23
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Path c’ −5.48 147 0.001 −0.75
Path c −6.58 147 0.001 −0.91
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Not surprisingly, the direct relationship between Extraversion and Resistance to Change remained
consistent with what the previous model has shown (path c’). As before, highly extraverted participants
had lower Resistance to Change scores (i.e., were more prone to change). Extraversion also appeared to
act on Resistance to Change indirectly through Self-Enhancing Humor. Highly extraverted individuals
reported a more frequent use of Self-Enhancing Humor style (path a) than their peers. At the same
time, the use of Self-Enhancing Humor seems to decrease individuals’ Resistance to Change (path b).

In Table 8, the model effects indices for model 3 are shown.

Table 8. Model 3 effect indices. In the table, the coefficients for all the effects of the mediation model
number 3 are presented.

Total Effect Direct
Effect

Indirect
Effect

Partial Standardized
Indirect Effect

Total Standardized
Indirect Effect k2

−0.91 −0.75 −0.16 −0.014 −0.09 0.09

As shown in Table 8, 9% of the Resistance to Change scores appear to be explained by a
Self-Enhancing Humor indirect effect.

Finally, since Affiliative Humor and Self-Enhancing Humor styles are related (r = 0.48; p = 0.001),
we explored the possibility of a double mediator model (i.e., theoretical model 6). However, this type
of mediator model result was inadequate to explain our data. In particular, the d path (i.e., the indirect
effect that passes through both mediators) showed a completely standardized indirect effect lower than
2%, suggesting that there is no support for a double mediation structure. Thus, both Self-Enhancing and
Affiliative Humor styles seem to be independent mediators of the relationship between Extraversion
and Resistance to Change.

4. Discussion

In general, the current study extends previous research by examining mediation models that
explain resistance to change and assesses the role of humor styles as a mediator of extraversion and
emotionality among young adults. Overall, self-enhancing humor appeared able to mediate both the
effects of the Extraversion and Emotionality traits on Resistance to Change. In addition, the Affiliative
humor appeared able to mediate the Extraversion effect on Resistance to Change, thus underlying the
humor styles’ potential in lowering resistance to change.

First, we analyzed and confirmed the literature results concerning the relationships between
emotionality, self-enhancing humor, and individuals’ resistance to change [16,41] (H1–H2). Secondly,
the relationship between extraversion, self-enhancing, and affiliative humor and resistance to change
was analyzed and confirmed [15,16,39] (H3–H5). Hypotheses 6 and 7 (H6–H7) were also supported,
confirming the negative relationship between self-enhancing and affiliative humor and resistance to
change [35,39]. Finally, the three mediation models accounted by hypotheses 8, 9, and 10 (H8–H9–H10),
resulted as adequate. Self-enhancing humor appears to mediate both the effects of emotionality (H8)
and extraversion (H9) on participants’ resistance to change, while affiliative humor seemed to mediate
the effect of extraversion on individuals’ resistance to change (H10). Following the k2 interpretation [55],
we have a medium mediator effect size for all the models. The summary of the confirmed hypotheses
of the whole study is presented in Table 9.

Emotionality traits appear to be detrimental for both self-enhancing humor and the change process.
This is not surprising since high emotionality individuals are connotated by a lack of resilience and
have poor coping strategies (e.g., self-enhancing humor style) [56]. In other words, high emotionality
individuals lack the resources, such as a self-enhancing humor style, which would be useful to break
down resistance to change. Differently, extraverted individuals appeared particularly able to use
both affiliative and self-enhancing humor styles. As before, this result is in line with the scientific
literature. Indeed, extraverted people engage in social interaction with a positive affective style and
tend to build and maintain strong networks of social support, which allows them to face and adapt
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to stressful situations (e.g., changes, negotiations) [56,57]. Comparing models 2 and 3, which share
the same personality trait as an independent variable, it seems that affiliative humor can be the best
adaptive strategy to reduce resistance to change for extraverted individuals (i.e., model 2 has the
highest mediating effect). Nevertheless, the self-enhancing humor, as a useful resource for personal
coping purposes, still showed adaptive results in terms of lowering resistance to change in both model
1 and 3, exhibiting a similar mediation effect size across the two personality traits considered (i.e.,
extraversion and emotionality).

Table 9. Summary of the confirmed hypotheses.

Hypotheses Confirmed?

H1: Emotionality is negatively correlated with self-enhancing humor. Yes

H2: Emotionality is positively correlated with individuals’ resistance to change. Yes

H3: Extraversion is positively correlated with affiliative humor. Yes

H4: Extraversion is positively correlated with self-enhancing humor. Yes

H5: Extraversion is positively correlated with individuals’ resistance to change. Yes

H6: Self-enhancing humor is negatively correlated with resistance to change. Yes

H7: Affiliative humor is negatively correlated with resistance to change. Yes

H8: Self-enhancing humor mediates the effect of emotionality on individuals’
resistance to change. Yes

H9: Self-enhancing humor mediates the effect of extraversion on individuals’
resistance to change. Yes

H10: Affiliative humor mediates the effect of extraversion on individuals’
resistance to change. Yes

H11: Aggressive humor and self-defeating humor are not able to mediate the
relationship between the personality traits considered (i.e., emotionality and

extraversion) and resistance to change.
Yes

Unlike personality traits, self-enhancing and affiliative humor styles are trainable and could more
easily be used within a primary prevention perspective [4–6]. In other words, it seems possible to
decrease workers’ resistance to change and, thus, to facilitate the negotiation process by means of
specific trainings based on increasing the workers’ ability to engage in affiliative and self-enhancing
humor styles. Our results could also contribute to define some relational aspects able to favor positive
relationships with others and organizational contexts and thus foster processes of harmonization [34]
in a constantly changing world.

Nevertheless, our work still is exploratory and correlational (i.e., causal relationships are not
involved). Thus, future research should test if causal relationships exist between personality traits
(i.e., extraversion, emotionality), humor styles (self-enhancing, affiliative), and resistance to change.
Moreover, several further limitations of this study need to be addressed. The results of the present study
are not generalizable to Italian workers, since the participants were the University of Florence’s students,
albeit approaching the word of work. Moreover, the participants were almost women and gender surely
influences emotionality [58]. Future research should, therefore, expand the investigation regarding the
mediation effect of humor styles on resistance to change, involving workers’ samples too, and from
different geographical areas in Italy, as well as from foreign countries to address the cross-cultural
invariance of our results. Future research should also consider other possible relationships between
humor styles and constructs that the scientific literature has suggested as able to decrease resistance to
change. For instance, emotional intelligence [59] could potentially sustain the impact of affiliative and
self-enhancing humor styles on resistance to change, providing workers with better coping strategies
to face change, as well as to lead successful integrative negotiations. Moreover, the leadership style
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should be considered as an instrument with which to support workers’ humor style and their attitude
towards change [60].

5. Conclusions

Despite its limitations, this study suggests that affiliative and self-enhancing humor styles
could promote integrative negotiations within organizations, due to their negative relationships with
resistance to change. Moreover, the emotions experienced during negotiation are a key factor for
workers’ satisfaction [61]. Thus, using an appropriate humor style during the negotiation processes
could positively affect workers’ mindset and attitudes towards future negotiations.

Overall, humor and humor styles can be conceived as a promising primary prevention resource
for work and organizational contexts. More generally, humor and humor styles could be considered as
a useful new preventive resource to promote employee health and safety, as well as organizational
effectiveness and sustainability (i.e., healthy organization) [62–76].
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41. Tanasić, J.; Marinković, N. Personality traits as a predictor of humor styles: A developmental approach.
Individ. Environ. Int. Themat. Procedia 2016, 1, 97–1010.

42. Eysenck, H.J. Personality: Biological foundations. In The Neuropsychology of Individual Differences; Academic
Press: San Diego, CA, USA, 1994; pp. 151–207. ISBN 978-0-12-718670-2.

http://dx.doi.org/10.1207/s15327906mbr3902_8
http://www.ncbi.nlm.nih.gov/pubmed/26804579
http://dx.doi.org/10.1016/0191-8869(92)90236-I
http://dx.doi.org/10.3390/su11020322
http://dx.doi.org/10.1016/j.paid.2014.01.026
http://dx.doi.org/10.1016/j.paid.2014.02.024
http://dx.doi.org/10.1177/0021886399351003
http://dx.doi.org/10.1016/j.obhdp.2016.06.003
http://dx.doi.org/10.18267/j.cebr.197
http://dx.doi.org/10.1177/2329488414525468
http://dx.doi.org/10.3390/su10124726
http://dx.doi.org/10.1177/0021886389251004
http://dx.doi.org/10.1037/0033-2909.127.4.504
http://www.ncbi.nlm.nih.gov/pubmed/11439709
http://dx.doi.org/10.1016/S0092-6566(02)00534-2
http://dx.doi.org/10.1002/per.430


Int. J. Environ. Res. Public Health 2020, 17, 2485 14 of 15

43. Dazzi, C. The Eysenck personality questionnaire—Revised (EPQ-R): A confirmation of the factorial structure
in the Italian context. Personal. Individ. Differ. 2011, 50, 790–794. [CrossRef]

44. Digman, J.M. Personality structure: Emergence of the five-factor model. Annu. Rev. Psychol. 1990, 41,
417–440. [CrossRef]

45. Goldberg, L.R. The structure of phenotypic personality traits. Am. Psychol. 1993, 48, 26–34. [CrossRef] [PubMed]
46. Ashton, M.C.; Lee, K. The HEXACO–60: A Short Measure of the Major Dimensions of Personality.

J. Pers. Assess. 2009, 91, 340–345. [CrossRef] [PubMed]
47. Di Fabio, A.; Smith, M.M.; Saklofske, D.H. Perfectionism and a Healthy Attitude toward Oneself: Could

Humor Be a Resource? Int. J. Environ. Res. Public Health 2020, 17, 201. [CrossRef] [PubMed]
48. Forster, J.J. Sample Surveys: Nonprobability Sampling. In International Encyclopedia of the Social &

Behavioral Sciences; Smelser, N.J., Baltes, P.B., Eds.; Pergamon: Oxford, UK, 2001; pp. 13467–13470.
ISBN 978-0-08-043076-8.

49. Schoemann, A.M.; Boulton, A.J.; Short, S.D. Determining Power and Sample Size for Simple and Complex
Mediation Models. Soc. Psychol. Personal. Sci. 2017, 8, 379–386. [CrossRef]

50. Di Fabio, A.; Saklofske, D. HEXACO-60: First contribution to the validation of the Italian version. Couns. G.
Ital. Ric. E Appl. 2017, 10, 1–4.

51. Di Fabio, A.; Bernaud, J.-L. L’attrattività della consulenza di orientamento: Alcune evidenze empiriche in
studenti di scuola superiore [The attractiveness of career counseling: Empirical evidence in high school
students]. G. Ital. Psicol. Dell’Orientamento 2007, 7, 15–27.

52. Di Fabio, A. Humour Style Questionnaire: Looking for new resources in a positive prevention perspective.
Psychometric properties of the Italian version. Couns. G. Ital. Ric. E Appl. 2019, 12. [CrossRef]

53. Hayes, A.F. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach;
Guilford Press: New York, NY, USA, 2013.

54. Hayes, A.F. PROCESS: A Versatile Computational Tool for Observed Variable Mediation, Moderation, and
Conditional Process Modeling. Available online: https://is.muni.cz/el/1423/podzim2014/PSY704/50497615/

hayes_2012_navod_process.pdf (accessed on 27 December 2019).
55. Preacher, K.J.; Kelley, K. Effect size measures for mediation models: Quantitative strategies for communicating

indirect effects. Psychol. Methods 2011, 16, 93–115. [CrossRef]
56. Campbell-Sills, L.; Cohan, S.L.; Stein, M.B. Relationship of resilience to personality, coping, and psychiatric

symptoms in young adults. Behav. Res. Ther. 2006, 44, 585–599. [CrossRef]
57. Rutter, M. Resilience in the Face of Adversity: Protective Factors and Resistance to Psychiatric Disorder.

Br. J. Psychiatry 1985, 147, 598–611. [CrossRef] [PubMed]
58. Baiocco, R.; Chirumbolo, A.; Bianchi, D.; Ioverno, S.; Morelli, M.; Nappa, M.R. How HEXACO Personality

Traits Predict Different Selfie-Posting Behaviors among Adolescents and Young Adults. Front. Psychol. 2017,
7, 2080. [CrossRef] [PubMed]

59. Nikolaou, I.; Vakola, M.; Tsaousis, I. The role of emotional intelligence and personality variables on attitudes
toward organisational change. J. Manag. Psychol. 2004, 19, 88–110.

60. Appelbaum, S.H.; Nguyen-Quang, T.-S.; Degbe, M.C.; MacDonald, O. Organizational outcomes of leadership
style and resistance to change (Part One). Ind. Commer. Train. 2015, 47, 73–80. [CrossRef]

61. Zhou, J.; Zhang, Z.; Xie, T. Making Collaborators Happy: The Outcome Priming Effect in Integrative
Negotiation. Public Pers. Manag. 2014, 43, 290–300. [CrossRef]

62. Lowe, G.S. Creating Healthy Organizations: How Vibrant Workplaces Inspire Employees to Achieve Sustainable
Success; University of Toronto Press: Toronto, ON, Canada, 2010; ISBN 978-0-8020-9980-8.

63. Di Fabio, A. The Psychology of Sustainability and Sustainable Development for Well-Being in Organizations.
Front. Psychol. 2017, 8, 1534. [CrossRef]

64. Di Fabio, A. Positive Healthy Organizations: Promoting Well-Being, Meaningfulness, and Sustainability in
Organizations. Front. Psychol. 2017, 8, 1938. [CrossRef]

65. Di Fabio, A.; Rosen, M.A. Opening the Black Box of Psychological Processes in the Science of Sustainable
Development: A New Frontier. Eur. J. Sustain. Dev. Res. 2018, 2, 47. [CrossRef]

66. Di Fabio, A.; Peiró, J.M. Human Capital Sustainability Leadership to Promote Sustainable Development and
Healthy Organizations: A New Scale. Sustainability 2018, 10, 2413. [CrossRef]

http://dx.doi.org/10.1016/j.paid.2010.12.032
http://dx.doi.org/10.1146/annurev.ps.41.020190.002221
http://dx.doi.org/10.1037/0003-066X.48.1.26
http://www.ncbi.nlm.nih.gov/pubmed/8427480
http://dx.doi.org/10.1080/00223890902935878
http://www.ncbi.nlm.nih.gov/pubmed/20017063
http://dx.doi.org/10.3390/ijerph17010201
http://www.ncbi.nlm.nih.gov/pubmed/31892181
http://dx.doi.org/10.1177/1948550617715068
http://dx.doi.org/10.14605/CS1211902
https://is.muni.cz/el/1423/podzim2014/PSY704/50497615/hayes_2012_navod_process.pdf
https://is.muni.cz/el/1423/podzim2014/PSY704/50497615/hayes_2012_navod_process.pdf
http://dx.doi.org/10.1037/a0022658
http://dx.doi.org/10.1016/j.brat.2005.05.001
http://dx.doi.org/10.1192/bjp.147.6.598
http://www.ncbi.nlm.nih.gov/pubmed/3830321
http://dx.doi.org/10.3389/fpsyg.2016.02080
http://www.ncbi.nlm.nih.gov/pubmed/28119662
http://dx.doi.org/10.1108/ICT-07-2013-0044
http://dx.doi.org/10.1177/0091026014533876
http://dx.doi.org/10.3389/fpsyg.2017.01534
http://dx.doi.org/10.3389/fpsyg.2017.01938
http://dx.doi.org/10.20897/ejosdr/3933
http://dx.doi.org/10.3390/su10072413


Int. J. Environ. Res. Public Health 2020, 17, 2485 15 of 15

67. Peiró, J.M.; Bayona, J.A.; Caballer, A.; Di Fabio, A. Importance of work characteristics affects job
performance: The mediating role of individual dispositions on the work design-performance relationships.
Personal. Individ. Differ. 2020, 157, 109808. [CrossRef]

68. Tetrick, L.E.; Peiró, J.M. Occupational Safety and Health. Oxf. Handb. Organ. Psychol. Vol. 2 2012. [CrossRef]
69. Pérez-Rodríguez, V.; Topa, G.; Beléndez, M. Organizational justice and work stress: The mediating role of

negative, but not positive, emotions. Personal. Individ. Differ. 2019, 151, 109392. [CrossRef]
70. Albort-Morant, G.; Ariza-Montes, A.; Leal-Rodríguez, A.; Giorgi, G. How Does Positive Work-Related Stress

Affect the Degree of Innovation Development? Int. J. Environ. Res. Public Health 2020, 17, 520. [CrossRef]
[PubMed]

71. Montani, F.; Leon-Perez, J.M.; Giorgi, G.; Shoss, M.K. Appraisal of economic crisis, psychological distress,
and work-unit absenteeism: A 1-1-2 model. J. Bus. Psychol. 2019, 1–12. [CrossRef]

72. Chiesa, R.; Fazi, L.; Guglielmi, D.; Mariani, M.G. Enhancing Substainability: Psychological Capital, Perceived
Employability, and Job Insecurity in Different Work Contract Conditions. Sustainability 2018, 10, 2475.
[CrossRef]

73. Matic, M.; Mariani, M.G.; Curcuruto, M.; González-Navarro, P.; Zurriaga, R. The role of psychological
ownership in the relationship between leader-member exchange and job satisfaction. TPM-Test. Psychom.
Methodol. Appl. Psychol. 2017, 24, 557–569.

74. Gori, A.; Topino, E. Predisposition to Change Is Linked to Job Satisfaction: Assessing the Mediation Roles of
Workplace Relation Civility and Insight. Int. J. Environ. Res. Public Health 2020, 17, 2141. [CrossRef]

75. Lopez-Martin, E.; Topa, G. Organizational Culture and Job Demands and Resources: Their Impact on
Employees’ Wellbeing in a Multivariate Multilevel Model. Int. J. Environ. Res. Public Health 2019, 16, 3006.
[CrossRef]

76. Robledo, E.; Zappalà, S.; Topa, G. Job Crafting as a Mediator between Work Engagement and Wellbeing
Outcomes: A Time-Lagged Study. Int. J. Environ. Res. Public Health 2019, 16, 1376. [CrossRef]

© 2020 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

http://dx.doi.org/10.1016/j.paid.2019.109808
http://dx.doi.org/10.1093/oxfordhb/9780199928286.013.0036
http://dx.doi.org/10.1016/j.paid.2019.04.047
http://dx.doi.org/10.3390/ijerph17020520
http://www.ncbi.nlm.nih.gov/pubmed/31947589
http://dx.doi.org/10.1007/s10869-019-09643-w
http://dx.doi.org/10.3390/su10072475
http://dx.doi.org/10.3390/ijerph17062141
http://dx.doi.org/10.3390/ijerph16173006
http://dx.doi.org/10.3390/ijerph16081376
http://creativecommons.org/
http://creativecommons.org/licenses/by/4.0/.

	Introduction 
	Materials and Methods 
	Participants 
	Measures 
	HEXACO-60—Italian Version 
	Resistance to Change Scale—Italian Version 
	Humor Styles Questionnaire—Italian Version 

	Procedure 
	Data Analysis 

	Results 
	Descriptive Statistics 
	Mediation Analysis 

	Discussion 
	Conclusions 
	References

