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Abstract 

The paper examined self-enhancing humor practices and employee commitment. The study 

adopted a simple theoretical analysis to explain the concept of humour, the type of humour, 

and employee commitment. Humour is an individual personality trait whose function is to 

release psychological energy mobilized by false expectations. Self-enhancing humour 

triggers positive and cognitive reactions for an individual to overcome his or her depression, 

anxiety, frustration and bad mood. The four types of humor styles include: affiliative, self-

enhancing, self-defeating, and aggressive humor. There is a significant relationship between 

self-enhancing humour and employee commitment. It was observed that self-enhancing or 

affiliation humour can be applied in the working environment because it is not hostile. 

According to the findings of the study, self-improvement humor practices improved positive 

mood, life satisfaction, self-esteem, job performance, and creativity. The study recommends, 

among other things, that employees are committed to their jobs when the work environment is 

"fun". Frustration, a stressful life, depression and anxiety can be overcome using self-

enhancing humour. 

 

Keywords: Self-enhancing, humour practice, employee commitment 

  



Research Journal of Management Practice | ISSN: 2782-7674 

Vol. 2, Issue 5 (May, 2022) | www.ijaar.org  

  

10 
 

Introduction 

It is widely believed that humor is an important resource for well-being. This is because we 

are constantly confronted with different situations that may be good or bad (Levine, 2005). In 

bad situations, people become humorous as a way of encouraging themselves to get out of 

them. This act is called self-enhancing. Self-enhancing humor is humor related to having a 

good-natured attitude toward life and having the ability to tell jokes and funny stories in order 

to amuse and laugh with others (MaioLina et al., 2016). It includes discovering entertainment 

in life's difficulties and remaining positive. It is positive and centered around you, utilizing 

grinning wryly at life's idiocies, utilizing humor to oversee reality (falsehood & Katy, 2012). 

As the maxim goes, "have a funny bone" and uncovers the understood presumption that 

making jokes or getting a charge out of idiocies of current life situations may help in beating 

an upsetting life circumstance. 

For example, humor, defined as a routine standard of conduct with a general proclivity to 

chuckle or recount amusing stories, is a diverse agreement that can be used to brighten up 

others as well as oneself or to participate in close-to-home connection (Martin & Ford, 2018). 

Self-improving humor appears to work with mental wellbeing and prosperity and appears to 

cushion the effect of distressing life events. Self-improvement humor like giggling, telling 

wisecracks, grinning, and so on can be utilized to work with a cordial relationship among 

representatives in the association. Interesting stories can make you chuckle, where all 

representatives feel a sense of having a place and heartfelt cooperation among laborers. 

One may separate humor-related conduct by the way in which the humor is conveyed, for 

instance, in cases where humor is utilized to devalue oneself or others to assess one's or 

others' capacities individually. The way humor is conveyed is broadly acknowledged as a 

statement and, subsequently, as a certain style of humor. There is motivation to accept that 

humor plays a significant part in clarifying prosperity (Stieger et al., 2011). Humor, that 

specific mental expression that will generally deliver chuckling, assumes a fundamental part 

in group environments. "Funny bone" alludes to going along with it as a steady character 

attribute. Self-enhancing humor practices involve a general humorous outlook on life and 

maintaining a humorous perspective even in the face of stress or adversity. 

Macria and Hirt (2001) saw that various people improve themselves when they are put down, 

disappointed, under tension, or of awful disposition. Certain individuals, giggling, others 

drinking wine while resting, they noticed that each of these could act as enhancers to various 

individuals depending on each individual. Giggling, entertaining stories can be seen 

distinctively by individuals. For some in the general public, a simple chuckle can be 

misinterpreted as psychological illness without understanding the disposition of the 

chuckling. In the workplace, self-improvement through humor rehearsal is a powerful 

inspirational tool that can be used to improve positive mindset, life fulfillment, confidence, 

work exhibition making, and social holding (Romero & Ruthinds, 2006). 

A Review of Related Literature 

One type of humor that involves being optimistic and copying humor is self-enhancing 

humor, which is characterized by the ability to laugh at yourself or at the absurdity of a 

situation and feel better as a result. It is negatively related to anxiety, depression, and bad 

moods, as well as a copying mechanism or adaptive defence (Brown, 1998). Humor and 

chuckling are omnipresent in friendly connections both inside and outside of work. Inside 
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associations, specifically, self-upgrading appears to be a significant supporter of efficiency, 

imagination, inspiration, and prosperity of representatives (Guenten et al., 20013). Besides, 

episodic proof proposes that more youthful representatives hope to work in a "good times" 

climate and are more averse to leaving the association when work isn't exhausting (Levine, 

2005; Remero & Pescosolido, 2008). In that capacity, numerous associations endeavor to 

assemble a culture of "fun". Simultaneously, humor takes many forms and frames, and it can 

serve significant passionate, intellectual, or social capacities that are at times confusing and 

inconsistent. For example, humor can function as a duplicating system under pressure, a 

method to improve attachment in a gathering or lessen status and power distinction, or it can 

function as a discipline device aimed at correcting abnormal behavior or, in any case, barring 

individuals from a group (Martin and Ford, 2018). 

In hierarchical settings, humor alludes to verbal and non-verbal correspondence scenes that 

trigger positive emotional and intellectual responses essentially in a portion of the people or 

gatherings that are occupied with cooperation (Crawford, 194, Remero & Cruthirds, 2006). 

For the most part, self-updating humor was conceived of as a unique trait held by 

representatives. Curseu and Fodor (2016) and Sosik (2012), on the other hand, contend that 

because humor is inherent in social communication, it can also be portrayed as a social 

development, a gathering, or an association level property. As an emanant state, bunch humor 

arises out of the individual conduct (presentations of humor) and connections among the 

colleagues. Various gatherings working in the association will show various kinds of 

gathering humor. 

Furthermore, despite the underlying monolithic and positive view on humor, researchers have 

recently identified positive/versatile and negative/maladaptive types of humor. As per Martin 

et al. (2003), positive humor (self-updating and afflictive humor styles) reflects resilience and 

acknowledgement of others and of oneself, and it is non-antagonistic. Such humor lessens 

relational strain and improves office social relations (Howland & Simonm, 2014) while 

adding to expanded fulfillment, group participation, and responsibility. In the words of Kurt 

Vonnegut, "giggling and tears are both reactions to dissatisfaction and fatigue." Personally, I 

prefer to laugh since there is less cleaning up to do afterward. In the workplace, it includes 

gainifying your work, listening to music during certain tasks, and reading emails with an 

accent in your head. According to Martins and Ford (2018), humour is divided into four main 

styles: affiliative, self-enhancing, aggressive, and self-defeating. This is a humor style that 

involves tracking jokes, engaging in banter, and otherwise using humans to make others 

happy. It facilitates relationships among employees. It is positive and inclusive. In the 

workplace, it includes team building activities, applied improvement training, and dance 

parties. 

Aggressive humor is characterized by sarcasm, teasing, criticism, and ridicule. It is used to 

disparage others as a way of manipulating them. It involves giving co-workers mean-spirited 

nicknames. 

Self-Enhancing Humor is an optimistic coping mechanism characterized by the ability to 

laugh at yourself or at the absurdity of a situation and get a better result. 

It tries to persuade others to belittle themselves. It is saying funny things at one’s own 

expense. It is a negative form of humour, but the target is you. In the workplace, it includes 

poking fun at yourself when leading a meeting, commenting on your appearance, or coming 

up with a witty line. 
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The Concept of Employee Commitment  

According to Allen and Mayer (1990), commitment is a psychological state that binds the 

individual to the organization. It explains the relationship between the employee and the 

organization and the implications of continuity in the organization. Bayram (2005) also notes 

that individuals who are committed to the organization's work are more compatible, 

productive, and loyal. Responsibility is defined as laborers' commitment to their associations 

and their ability to demonstrate dedication to their work environment (Armstrong, 

2009).Expanded responsibility happens when a person's mental connection to the association 

is high. Further developed responsibility happens when the representatives' conditions are 

dedicated to aiding the accomplishment of the association's objectives and includes the 

workers' degrees of ID, contribution, and devotion (Armstrong, 2009). 

 Representatives with significant degrees of hierarchical responsibility would appear to be 

alluring (Armstrong, 2012). Representatives who are more dedicated to the association are 

less inclined to display withdrawal practices, for example, truancy, the aim of finding 

employment elsewhere, or finding employment elsewhere (turnover). This is, by all accounts, 

particularly evident with workers who have undeniable degrees of full-felt responsibility 

(Armstrong, 2009). When representatives have a decent outlook on their workplace, can 

accomplish their objectives and goals, and are treated with deference and care, responsibility 

and confidence are high. In the event that representatives are despondent or feel overlooked, 

can't meet their targets, or conflict with the executives or other colleagues, their sense of 

responsibility and resolve might be low. The significance of positive assurance in the 

working environment can't be reduced (Armstrong, 2012). 

Likewise, Armstrong (2012) noticed that high responsibility and assurance in the working 

environment are basic to a business's general achievement. Representatives who rank high on 

the responsibility scale, by and large, display their uplifting outlook in various ways: 

 Better usefulness 

 more focused on clients or outcomes 

 Turnover is less representative. 

 Increased correspondence between colleagues and executives 

 Better work participation and idealness 

 Enhanced care for work items 

 fewer workplace-related injuries or mishaps 

 Increased tender loving care 

 Commitment is an attitude about employees’ loyalty towards an organization and it’s a 

continuous process that shows itself by individuals’ participation in organizational decisions, 

paying attention to members, and the organization’s welfare and success (Ugboro, 2006). 

Employee commitment, according to Akintayo (2010), is the degree to which an employee 

feels dedicated to their employer. Employee commitment is defined as a successful reaction 

to the overall business, as well as the level of connection or loyalty that employees have for it 

(Beck and Wilson, 2000).Employee commitment is defined by Zheng et al. (2010) as 

employees' attitude toward the organization. This definition of employee commitment is 

broad in the sense that it incorporates numerous aspects of an employee's mindset. Employee 

dedication appears to be a key component of organizational success. Individuals with a low 

degree of dedication will merely do what is required to get by. They do not invest their hearts 
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and souls into the organization's activities and mission. They appear to be more concerned 

with personal accomplishment than with the organization's overall success. People who are 

less dedicated tend to see themselves as outsiders rather than long-term members of the 

organization. 

 Organizational commitment is sometimes defined as an employee's psychological and 

emotional relationship with a company. Theoretically, employee commitment to a company 

is logically linked to the quality of employee-organization interactions. However, that 

dedication began in the fields of social psychology and sociology. Employees are often loyal 

to a company because their employment is rewarding and enjoyable. Because of the overlap 

in the use of motivation theories such as job satisfaction and commitment theories, 

Armstrong (2012) argues that it is possible to integrate motivation theories and organizational 

commitment theories in understanding the relationship between organizational commitment 

and job satisfaction phenomena. In this light, a study has been carried out that suggests 

organizational commitment is a causal antecedent of work satisfaction. It also implies that the 

relationship between work satisfaction and commitment may be dynamic. Some academics 

and behavioral scientists argue that organizational commitment is a predictor of work 

satisfaction, while others argue that job satisfaction is the most important factor in 

organizational commitment. Organizational commitment and work happiness have a strong 

tie and association that cannot be overlooked. In terms of intrinsic and extrinsic work 

satisfaction, Armstrong (2012) argued that affective commitment is the most important 

factor. Total commitment is connected with the greatest levels of both extrinsic and intrinsic 

pleasure in this organizational commitment profile. 

Measures of Employee Commitment 

Dockel (2003) outlined a number of definitions of commitment as put forward by various 

authors. Salancik (1977) defined commitment as a state of being where an individual is 

bound by his/her actions to sustain activities in which he/she is involved. Scholl (1981) 

defined commitment as an internal force that maintains behavioral conditions when equity 

conditions are unmet, while Oliver (1990) considers commitment as one’s inclination to act 

in a given way to achieve a given target. According to Mowday et al. (1979), cited by Price 

(2011), organizational commitment refers to the degree of involvement and identification that 

employees have with their organization's values, mission, and goals. This means that 

employee commitment is the desire that employees have to stay in an organization by having 

confidence in its values and objectives. Armstrong (2012) emphasizes that employee 

commitment is the loyalty and attachment that employees have to an organization and that it 

is associated with their feelings about the institution. Therefore, commitment signifies both 

the behavioral tendencies and the feelings that employees have towards an organization. 

Lee (2010) observes that employee commitment involves an employee’s devotion and the 

willingness to exert effort on behalf of an organization. This implies that employee 

commitment is an emotional state that exemplifies employees’ relationships with an 

organization and their choice to stay in the organization. Porter et al. (1974), cited by 

Armstrong (2012), point out that organizational commitment is the linkage between an 

organization and its individual employees. This is because employees consider the extent to 

which organizational goals and values relate to their own. According to Oreilly & Chatman 

(1986) cited by Dockel (2003), organizational commitment can be categorized into three 

types: compliance, which is concerned with involvement for certain extrinsic needs, 

identification, based on attachment based on desire for affiliation with the organization, and 
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internalization commitment, which is based on congruence between the individual's and 

organizational needs. On the other hand, Allen and Meyer (1990), cited by Price (2011), 

proposed three components of commitment: affective commitment concerned with emotional 

attachment to the organization, continuance commitment concerned with fear of costs 

associated with leaving the organization, and normative commitment based on a feeling of 

obligation to continue employment. 

Meyer & Allen (1990) identified three components of employee commitment: (1) affective, 

(2) continuance, and (3) normative. He said affective commitment is based on how much an 

individual values the organization. Normative commitment reflects a feeling of obligation to 

continue employment; employees with a high level of normative commitment feel that they 

ought to remain with the organization. Continuance commitment occurs when employees 

enter into the organization. They are bound to maintain a link with the organization or 

committed to remaining with the organization because of a lack of alternative opportunity or 

awareness of the costs associated with leaving the organization. The cost associated with 

leaving includes attractive benefits, the threat of wasting the time and effort spent on 

acquiring them, and disrupting personal relationships. 

Affective commitment 

Affective commitment refers to the emotional attachment that an employee has to an 

organization (Price, 2011). It is the extent to which employees appreciate being members of 

an organization. According to Rhoades (2001), affectively committed employees are seen to 

have a sense of identification and belonging, and this motivates them to increase their 

participation in the activities of an organization. Additionally, affective commitment makes 

employees willing to meet the goals of an organization as well as the desire to stay in the 

organization. Beck and Wilson (2000) noted that organizational members who have an 

affective level of commitment have a longing to remain in the organization because they view 

their values and goals as congruent with those of the organization. Morrow (1993), cited by 

Coetzee (2005), points out that affective commitment is related to work attitude and positive 

feelings about their organization. Work attitude is related to how employees view the 

organization, and this attaches them to the institution. According to Meyer and Allen (1997), 

cited by Lee (2010), affective commitment is associated with an employee's personal 

characteristics, organizational features, and experiences about the work and job 

characteristics. Muncherji & Dhar (2011) observe that employees become emotionally 

attached to an organization when they are able to achieve these factors. This is because they 

help to create an environment that is intrinsically rewarding for the employees. In many 

organizations, the antecedents of affective commitment come under four distinct categories, 

namely: personal characteristics, structural characteristics, job-related characteristics, and 

work experience (Mowday, 1982). With such motivation, an employee with a strong affective 

commitment will continue to work for the organization because they want to.According to 

Meyer and Allen (1997), employees with strong affective commitment would be motivated to 

high levels of performance and make more meaningful contributions than employees who 

expressed continuance and normative commitment. This happens owing to the fact that the 

employee identifies and associates himself/herself with every aspect of the organization. 

 Affective commitment is an individual’s personal emotional connection with the 

organization, and according to them, the individual is a passionate person, responsible for the 

members as a whole to continue working in the company. Employees who are committed on 

an emotional level to staying with the organization are doing so because of their personal 
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working relationship, which is consistent with the mission and ethics of the organization. 

Affective organizational commitment refers to being associated with positive emotions 

towards the working organization. An individual's identity and emotional commitment to a 

particular organization is the relative strength of that relationship. Affective organizational 

commitment refers to the strength of the organization's unique needs and expectations that 

their actual experience fits with impact to any size (Meyer & Allen, 1990). 

According to Meyer and Allen (1990), the company dedicated a sense of responsibility for 

tasks such as challenges, role clarity, goal clarity, and objective difficulties, as well as 

cohesion factors such as the impact that refers to stock, self-importance, comments, share, 

and reliability. Affective commitment analyzes the growth of identification and 

internalization. In general, affective organizational commitment is a unique system that 

identifies the extent an organization is associated with an employee. Emotional connection 

with their companies is primarily found in individuals' "desire to establish a firm identity 

based on rewarding the relationship." Next, through internalization, it refers to the same 

objectives and values of individuals and organizations (Meyer & Allen, 1990). 

 Suliman & Iles (2000) describe affective organizational commitment as the employee’s 

emotional attachment as well as identification with and involvement in the organization. This 

implies that employees may remain with an organization because they wish to maintain their 

membership in order to facilitate organizational goals. Jing & Xiaohua (2009) reveal that a 

positive relationship exists between affective commitment and work performance. Dutton 

(1994) explains that when employees are aware that their organization is genuine, they feel 

happy and proud to be associated with it. They create effective bonds, remain loyal and give 

their best to the organization. 

Continuance Commitment  

Commitment is described as the readiness to stick with a plan and an unwillingness to modify 

it, typically due to a sense of duty to stick with it (Armstrong, 2012). People are dedicated to 

a variety of entities at the same time, including economic, educational, family, political, and 

religious organizations. They also pledge their allegiance to specific people, such as their 

wives, children, parents, and siblings, as well as their employers, coworkers, bosses, and 

customers. Commitment presents itself in a variety of ways. People, for example, commit 

time and energy to their work obligations as well as their family, personal, communal, and 

spiritual obligations. There is an emotional component to commitment: Positive sentiments 

are frequently felt and expressed toward an entity or someone to whom they have made a 

commitment. 10. Finally, there is a logical component to commitment: The majority of 

individuals intentionally choose to make commitments, then carefully plan and carry out the 

steps necessary to keep them. Most individuals establish commitments with the intention of 

reciprocation since they demand an expenditure of time, mental, and emotional energy. 

People believe they will receive something of value in return for their commitment, such as 

favors, affection, presents, attention, products, money, and property. Employees and bosses 

have long had an unspoken understanding in the workplace: organizations would give value 

to people in exchange for their dedication, such as stable jobs and fair wages. The strength of 

a commitment is influenced by reciprocity. The commitment erodes when an institution or 

individual to whom someone has promised fails to fulfill the expected transaction. To be 

more specific, to overcome socio-cultural inhibitions and uncover hidden desires. It is 

thought that humans laugh when being tickled because of a build-up of tension as the tickler 

"strikes." 
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Theory of Supremacy 

The second theory described by Martin and Ford (2018) is the superior theory, which focuses 

on interpersonal motivation mechanisms with humor resulting as a function of self-esteem 

enhancement. In this way, humour results from feelings of triumph over the errors or 

misfortunes of others, which promotes self-enhancement and a feeling of superiority. 

Incongruity Theory 

This hypothesis focuses on the cognitive mechanism of perceptism and interpretation, 

claiming that humour is explained by perceptions of incongruity (Martin and Ford, 2018). 

Laughter, in other words, is a byproduct of anticipating a different outcome than predicted. 

The most influential humor theory is the incongruity theory, with some claiming that 

"incongruity lies at the heart of all comedy" (Zhan, 2012). This hypothesis makes sense since 

a joke with a predictable and evident punchline is simply humorous, but laughter comes in 

response to unexpected punchlines or ones that deviate from the norm (Wilkins and 

Eisenbraun, 2009). 

A Scrip-based Semantic Theory of Humour 

Victor Raskin presented this concept in his 1985 book, "Semantic Mechanisms of Humor." 

While it is a variation of the more broad incongruity theory of humor, it is the first theory to 

indicate that its method is solely linguistic. As a result, it only deals with verbal humour, that 

is, written and spoken words utilized in a narrative or riddle joke that ends with a punchline. 

The linguistic scripts for each given word include a considerable amount of semantic 

information and elicit a particular cognitive structure in the native speaker. The speaker's 

whole understanding of the notion as it exists in his environment is contained in these scripts, 

which go well beyond the lexical definition of a word. 

Conclusion  

The study evaluated self-enhancing humor practices and employee commitment. Self-

enhancing is an important resource for well-being. We are confronted on a daily basis with 

different unexpected situations, such as depression, frustration, a stressful life, anxiety, and 

bad moods. Self-enhancing remains one of the coping mechanisms for such situations 

(Levine, 2005). Self-enhancing humor practice is a good-natured attitude toward life, having 

the ability to tell jokes and funny stories to amuse and laugh with others. It is a positive way 

of making oneself happy through laughter and smiling, using humour to manage reality. 

Scholars like Herbert Spencer and Sigmund Freud agree that laughter is an "economic 

phenomenon" whose function is to release "psychic energy" that has been wrongly mobilized 

by incorrect or false expectations. In the organization, self-enhancing humor (laughter, funny 

stories) is important among employees. Humour like this can make employees committed to 

their job and the organization, mostly when it's been created by any of the top managers. It 

will give employees a sense of belonging and a "fun" environment at work. There are 

numerous positive benefits of self-enhancing humor practice, such as enhanced positive 

mood, life satisfaction, self-esteem, job performance, creativity, and employee commitment 

(Remeroane and Cruthirds, 2006). Humour comes in many forms and may serve important 

emotional, cognitive, or social functions that are sometimes in contradiction. It can be used as 

a copying mechanism under stress or as a punishment device directed at correcting deviant 

behavior both within and outside the organization. 
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Recommendations  

From the conclusion above, the following recommendations are made: 

i. Those employees are committed to their jobs when the work environment is "fun". 

ii. That frustration, a stressful life, depression and anxiety can be overcome using self-

enhancing humor practices. 

iii. Employees feel better when managers enhance workers with spirited nicknames, 

crack jokes, and tell funny stories that create laughter and smiles. 

iv. Self-enhancing and affiliative humor can be used because they are not hostile. 

v. A manager can use self-enhancing humor to increase job performance, creativity, and 

motivate workers to be committed to the organization. 
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