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1. Introduction 1

1. Introduction
1.1 Relevance and overview of the dissertation

Employees are guided by their emotions (Weiss & Cropanzano, 1996) and how they
regulate them (Grandey, 2000). Even if this may sound like a platitude, the topic of emotions
has long led a niche existence in management research (Ashkanasy & Dorris, 2017), which
traditionally emphasized rationality over emotions (Ashforth & Humphrey, 1995; Grandey,
2000). Nowadays, emotions are acknowledged as a vital component for processes and
behaviors in the workplace (Ashkanasy & Dorris, 2017; Elfenbein, 2023). However,
management scholars often neglect the adjustable nature of emotions (Gagnon & Monties,
2023)—instead of passively enduring unwelcome emotions, individuals can actively regulate
their own and others’ emotions, which is called emotion regulation (Diefendorff et al., 2008;
Grandey, 2000; Gross, 1998; Mauss et al., 2007).

The concept of emotion regulation has been predominantly studied in the context of
service work so far, focusing on frontline workers and the paradigm of “service with a smile”
(Grandey et al., 2005, p. 38) amid negative experiences of employees with customers (Gabriel
et al., 2023; Grandey & Gabriel, 2015; Grandey & Melloy, 2017). Existing studies in the
service context have depicted a rather bleak picture of emotion regulation (Lennard et al.,
2019), which has been shown to potentially lead to decreased well-being, performance
behaviors, job satisfaction, damaged relationships, and ultimately to burnout risks due to the
continual effort of showing emotions that are not felt (Hiilsheger & Schewe, 2011;
Kammeyer-Mueller et al., 2013; Mesmer-Magnus et al., 2012).

In non-service organizational contexts, which encompass the experiences of
employees and leaders and their interactions, the study of emotion regulation is considerably
less developed (Bindl et al., 2022; Lennard et al., 2019; Ozcelik, 2013). This is surprising,

considering that the continuous regulation of emotions is pertinent to non-service employees
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and leaders alike, with the potential negative impacts of emotion regulation on well-being and
performance as critical factors for firm success (Bindl et al., 2022; Grandey & Melloy, 2017;
Lennard et al., 2019; Ozcelik, 2013). Given the increasing importance of emotional well-
being in the workplace, and the need to stay competitive with committed and performing
employees (Blustein et al., 2023; Gabriel et al., 2023; Jarden et al., 2023; McKinsey &
Company 2023a), it is both theoretically and practically imperative to examine effective
emotion regulation of employees and leaders in non-service contexts.

The topic of emotion regulation has particular importance in high-stress and
competitive work environments (Burch et al., 2013), which is why this dissertation extends
the investigation of emotion regulation to the specific contexts of entrepreneurial, young, and
small firms. These contexts are typically characterized by heightened emotional experiences,
stress, and limited resources (Andersén, 2017; Burch et al., 2013; Schindehutte et al., 2006).
In such environments, emotion regulation can be a critical precursor to emotional well-being,
commitment, creativity, and performance of each employee, which in turn has significant
importance for the overall performance and innovation of the firm (Burch et al., 2013; Ingram
et al., 2019; Lua et al., 2023). This dissertation builds on existing literature by examining the
antecedents and consequences of emotion regulation, as well as the role of emotion regulation
ability in specific contexts. It offers new insights into how emotion regulation emerges and
identifies the circumstances under which its consequences can be beneficial or detrimental to
employees’ well-being, engagement, creativity, and performance. This leads to the
overarching research question of this dissertation: What are the antecedents and
consequences of emotion regulation strategies in entrepreneurial, young, and small firms,
and how does emotion regulation ability contribute to this?

Emotion regulation scholars predominantly concentrate on two main emotion

regulation strategies in the work context, namely surface acting and deep acting (Brotheridge
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& Lee, 2003; Grandey, 2000; Hochschild, 1983). The use of these strategies at work has been
termed emotional labor, which refers to emotion regulation as part of the job (Grandey,
2000). This particular definition is unique in its focus on the expression of emotions with an
interpersonal objective in the work context (Grandey & Melloy, 2017). This differentiates it
from other concepts in the psychology and organizational literature surrounding emotion
regulation or coping strategies (e.g., emotion-focused coping as a response to stress) (Lazarus
& Folkman, 1984) which do not necessarily include this interpersonal component, but focus
on the internal processes that individuals undergo when regulating emotions (Grandey &
Melloy, 2017; Gross, 2015). Surface acting and deep acting, in contrast, are commonly
employed in front of others and in response to display rules, which describe an employee’s
perception of what kind of emotional display would be appropriate in a given interpersonal
context (Ekman & Friesen, 1969; Grandey, 2000; Hochschild, 1983; Rafaeli & Sutton, 1989).

Surface acting involves altering one’s external expression without changing the
already developed underlying feelings, hence, masking oneself to display emotions that are
not genuinely felt (Hiilsheger & Schewe, 2011). Deep acting goes beyond the mere outward
display and involves actively trying to align one’s internal feelings with the emotions that
need to be expressed, hence, deep acting happens before an emotion has fully developed
(Grandey, 2003; Hochschild, 1983). A third, and so far only rarely researched strategy, is the
display of genuine emotions (e.g., Batchelor et al., 2018; Diefendorff et al., 2005; Hiilsheger
et al., 2015), which can encompass both positive and negative emotions, and involves no
active regulation (Ashforth & Humphrey, 1993).

Although emotion regulation strategies inherently contain an interpersonal objective
(Grandey & Melloy, 2017), they have so far been predominantly researched from an
intrapersonal perspective (Groth et al., 2023; Troth et al., 2018). Extant research shows that

especially employees’ surface acting is emotionally draining (Humphrey et al., 2015; Sayre et
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al., 2021), because it requires constant control over one’s expressions, leading to a clash
between felt and expressed emotions, which increases stress and job dissatisfaction because
employees do not feel aligned with their true selves (Mesmer-Magnus et al., 2012). A smaller
number of studies has also looked at emotion regulation from an interpersonal perspective,
showing that surface acting is perceived as inauthentic for observers (Gabriel et al., 2015;
Hennig-Thurau et al., 2006) and can lead to impaired relationships (Fisk & Friesen, 2012).

In contrast, extant research generally considers deep acting and the display of genuine
emotions as less harmful than surface acting, because it reduces, in the case of deep acting, or
resolves, in the case of genuine emotions, the dissonance between felt and expressed emotions
(Batchelor et al., 2018; Humphrey et al., 2015). This potentially improves job satisfaction
(Grandey & Melloy, 2017; Hiilsheger & Schewe, 2011; Kammeyer-Mueller et al., 2013) and
observers’ reactions (Batchelor et al., 2018). However, studies provided mixed results so far,
leaving the role of deep acting and the display of genuine emotions still unclear (Gabriel et
al., 2023; Hiilsheger & Schewe, 2011). Addressing this research gap is vital, as it is
imperative for employees and leaders to understand alternatives to surface acting—a quick to
use (Moin et al., 2020), yet potentially harmful strategy (Gabriel et al., 2023; Grandey &
Gabriel, 2015; Grandey & Melloy, 2017). The literature needs further investigation to
determine whether these alternatives might involve deep acting or the expression of genuine
emotions, a question that this dissertation will address.

Organizational scholars also approach emotion regulation from an ability perspective,
which has gained popularity as a subdimension of “emotional intelligence” (Salovey &
Mayer, 1990). Emotion regulation ability reflects the individual capacity of individuals to
manage and control their emotional responses (Grandey & Gabriel, 2015; Scherer et al., 2020)
by regulating their own and others’ emotions, using their knowledge about the impact of

emotional expressions (Salovey & Mayer, 1990). Emotion regulation ability can potentially
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influence the choice and the effectiveness of emotion regulation strategies, which has
surprisingly only been selectively explored so far (Gabriel et al., 2023; Grandey, 2000; Joseph
& Newman, 2010; Scherer et al., 2020). However, it is important to clarify this link, to
provide guidance on interventions and trainings for employees to improve their emotion
regulation abilities, which potentially lead to the use of effective emotion regulation strategies
(Gabriel et al., 2023; Grandey & Melloy, 2017; Mesmer-Magnus et al., 2012).

This dissertation concentrates on emotion regulation in non-service organizational
contexts through four unique essays, specifically targeting the contexts of entrepreneurial,
young, and small firms. The importance of examining emotion regulation in those contexts
stems from their unique challenges and dynamics, which unveils novel perspectives on
emotion regulation at work (Boyd et al., 2015; Frese & Gielnik, 2023), in contrast to the more
stable environments of typical service roles centered on customer interactions (Burch et al.,
2013). In particular, these work contexts introduce unique stressors and uncertainties, such as
threats like financial issues and business failure, which can provoke negative emotions like
anxiety, anger, or stress (Anwar et al., 2023; De Cock et al., 2020; McKinsey & Company
2020).

Concurrently, these organizational contexts impose specific demands on the behavior
of employees and leaders. Entrepreneurial, young, and small firms share commonalities in
several areas, particularly in operating under resource constraints, relying on creativity and
innovation, and maintaining close work relationships (Laguna et al., 2021; Sahut & Peris-
Ortiz, 2014; Zaech & Baldegger, 2017). However, these contexts also exhibit notable
differences: While small firms can be at any stage of development and may not necessarily
pursue rapid growth, entrepreneurial and young firms are typically in the early stages of their
lifecycle, thereby being subject to volatilities and challenges (Begley, 1995). As effective

emotion regulation is a precursor for attitudes and behaviors, both emotion regulation ability
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and the use of effective emotion regulation strategies of founders and employees are vital in
these contexts, especially during uncertain times (Batchelor et al., 2018; Burch et al., 2013;
Madera & Smith, 2009; Wu et al., 2021). The question of how entrepreneurs can navigate the
prevailing uncertainty and challenges with the help of emotion regulation will be addressed in
the first essay of this dissertation with a systematic integrative review that gives an overview
of the current state of the literature of entrepreneurial emotion management.

The prevailing uncertainty does not only affect leaders in their roles as founders, but
also their employees, as work relationships between leaders and employees as well as
coworkers in those firm contexts are typically close (Zaech & Baldegger, 2017). This makes
an interpersonal perspective important (Batchelor et al., 2018; Gabriel et al., 2020;
Humphrey, 2012; Lennard et al., 2019): Both leaders and employees must work
collaboratively, which underscores the importance to examine effective interpersonal emotion
regulation strategies by leaders to maintain employee well-being, commitment, and
engagement (Gabriel et al., 2023; Gagnon & Monties, 2023; Troth et al., 2018), which is
especially relevant—but not limited—to uncertain times (Madera & Smith, 2009; Wu et al.,
2021). Although leaders in young firms are often described as particularly optimistic and
passionate (Hmieleski & Baron, 2009), they also experience fear when encountering business
challenges (Dasborough & Scandura, 2021). This could be the case, for instance, when young
firms find themselves in a crisis situation leading to severe financial difficulties. An example
is the COVID-19 pandemic, which put many firms in precarious positions (Kuckertz et al.,
2020; Shepherd, 2020).

The question arises as to whether leaders, in such situations, should engage in emotion
regulation in front of their employees or display their genuine emotions, such as fear. The use
of emotion regulation strategies by leaders might be perceived as inauthentic, potentially

leading to negative reactions from employees (Fisk & Friesen, 2012; Moin, 2018; Wang &
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Seibert, 2015). On the other hand, expressing genuine fear could initiate a negative spiral
among employees, adversely affecting their engagement and commitment (Barsade, 2002;
Humphrey, 2012). This dissertation will explore this critical choice in the second essay,
emphasizing the importance for leaders to maintain high levels of employee commitment and
engagement in crisis situations to ensure organizational success.

Additionally, this dissertation distinguishes itself by addressing the need to focus on a
more diversified and positive view on emotion regulation in non-service contexts, as past
research in the service context has predominantly focused on negative events and the harmful
side of emotion regulation (Gabriel et al., 2023; Lennard et al., 2019; Troth et al., 2018).
However, emotion regulation strategies also hold potential for improving employees’
behaviors at work (Lennard et al., 2019). For instance, daily creativity as a key behavior in
small firms plays a pivotal role in maintaining an organization’s capacity for innovation,
which is more paramount than ever in fast-changing economies, and which is especially
critical in the dynamic contexts of entrepreneurial and small firms (Atkinson, 2007; de Jong
& Den Hartog, 2007; Laguna et al., 2021). Existing resources in such firms are usually
limited, making each employee’s behavior relevant for firm success (Greene et al., 1997). The
third essay addresses the question of which emotion regulation strategy—deep acting or
surface acting—is more conducive to employee creativity and performance (Grandey &
Melloy, 2017; Parke et al., 2015). This, in turn, could potentially impact the overall
performance of a small firm (Anderson et al., 2014; Lua et al., 2023; Sonnentag et al., 2023).

Lastly, this dissertation examines which antecedents may positively impact emotion
regulation ability and the choice of emotion regulation strategies. For instance, employees’
sleep quality is generally seen as a vital influencing factor for employees’ overall well-being
and health in organizational literature (Barnes, 2012; Barnes & Watson, 2019; Williamson et

al., 2019). With regard to emotion regulation, research has only studied the reverse link so
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far—the impact of emotion regulation on sleep (Fouquereau et al., 2019; Gu et al., 2020;
Wagner et al., 2014; Yeh et al., 2020). However, sleep quality may also be an impacting
factor for emotion regulation at work through its role in cognitive functioning for individuals,
which is needed for effective emotion regulation (Barnes, 2012). As effective emotion
regulation is crucial for employees’ well-being, performance, and functioning relationships at
work, potentially influencing overall firm performance (Coté, van Kleef, et al., 2013; Gabriel
et al., 2023; Grandey & Melloy, 2017), this is an important research void. Hence, this
dissertation sheds light on the relationship between daily sleep quality and emotion regulation
ability and the use of emotion regulation strategies in the fourth essay.

In summary, this dissertation extends the study of emotion regulation beyond
traditional service contexts to focus on its relevance within entrepreneurial, young, and small
firms. This contextual shift aims to address the central research question of the antecedents
and consequences of emotion regulation strategies in such firms and the role of emotion
regulation ability. This dissertation investigates the overarching research question through
four distinct essays, each addressing specific sub-questions related to the overarching
question. Table 1-1 provides a summary of these essays, outlining their theoretical
perspectives, methodologies, objectives, and contributions, as well as their current statuses.

The structure of this dissertation is as follows: The subsequent sections of Chapter 1
go into detail about the sub-questions tackled by the four essays, and explain how the essays
are thematically and contextually linked. Additionally, it highlights the overall contributions
made by this dissertation. Chapters 2 to S present the four essays that comprise this
dissertation. Chapter 6 concludes the dissertation by discussing the theoretical and practical
insights gained from the essays, their implications, and suggesting directions for future

research.
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1.2 Research objectives of the four essays

The entrepreneurial journey is comparable to an emotional rollercoaster, marked by
intense emotional experiences (Cacciotti & Hayton, 2015; Schindehutte et al., 2006; Shepherd
et al., 2011). Entrepreneurs constantly need to maintain emotional stability to be high-
performing, especially under pressure and uncertainty (Thompson et al., 2020). Emotion
regulation ability as well as the use of suitable emotion regulation strategies can help in
persisting through setbacks (He et al., 2018), ensuring functioning of their firms during
challenging times (Huy & Zott, 2019), and inspiring confidence and innovation in employees
and investors (Burch et al., 2013). Research in entrepreneurship has so far primarily focused
on the mere experience of positive and negative emotions, their triggers (e.g., stress,
uncertainty), and their impact on performance and well-being (Delgado-Garcia et al., 2015;
Fodor & Pintea, 2017; Williamson et al., 2022). However, entrepreneurs can also regulate and
adjust their emotions (Mauss et al., 2007) to foster entrepreneurial behavior, performance, and
learning (Shepherd, 2003; Zampetakis et al., 2017).

In parallel to the aforementioned definitions of emotion regulation strategies and
emotion regulation ability, many other conceptualizations have emerged in the literature, that
also address the question of how employees deal with negative emotions in the work context
(Grandey & Melloy, 2017; Pefia-Sarrionandia et al., 2015). These include different
conceptualizations of emotion regulation as a strategy (both situation-specific and as a trait)
that focus on the two distinctions of reappraisal and suppression rather than deep acting and
surface acting (Gross, 1998), as well as emotion-focused coping as a form of coping with
stressors at work as opposed to problem-focused coping (Lazarus, 2006). In terms of
conceptualizing emotion regulation as an ability, scholars have also explored several
variations of theoretical lenses, with the concept of emotional intelligence (Salovey & Mayer,

1990) being the most popular one.
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Despite the common goal of understanding the modifiability of emotions, these
concepts (i.e., emotion regulation, emotional intelligence, emotion-focused coping) are often
studied in isolation (Gross, 2015; Pefia-Sarrionandia et al., 2015), particularly in the
entrepreneurial context. To date, there is no systematic integration, leading to an inconsistent
state of the literature and preventing a comprehensive understanding of how entrepreneurs can
effectively manage their own and others’ emotions (De Cock et al., 2020).

Recognizing this gap, the first essay in this dissertation encompasses a systematic
integrative review that synthesizes findings from research traditions surrounding emotional
intelligence, emotion regulation, and emotion-focused coping in the entrepreneurial context.
By using “emotion management” as an umbrella term for the concepts of emotional
intelligence, emotion regulation, and emotion-focused coping (Olson et al., 2019; Pefia-
Sarrionandia et al., 2015), this essay unifies and gives an overview of the scattered literature.
The goal is to extend literature by providing insights into the different research directions and
uncovering overlooked perspectives of emotion management as well as contextual factors, in
order to inform the respective research communities and encourage innovative future research
questions (Cronin & George, 2020). Hence, the first essay poses the research question:

Research question Essay I: What is the current state of the literature on emotion
regulation, emotional intelligence, and emotion-focused coping in the entrepreneurial
context, and what are the resulting implications for future research?

Following this broad examination of existing and related concepts, Essay II narrows
the focus to the core of this dissertation, namely, the concept of emotion regulation. This
second essay addresses the observation that extant literature has so far predominantly
investigated emotion regulation from an intrapersonal perspective (Gabriel et al., 2020). In
contrast to that, this essay takes an interpersonal perspective, acknowledging the

interdependency of individuals within organizations and the consequential effects of their
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actions on others, specifically, the impact of leaders’ emotion regulation on employees (Fisk
& Friesen, 2012; Groth et al., 2023; Moin, 2018; Wang & Seibert, 2015).

In this essay, comprising a hypothetical scenario, the contextual focus encompasses a
crisis situation in a young firm, defined as a firm with an age of less than 10 years
(Haltiwanger et al., 2013). Young firms are still in the volatile early stages of business, where
both the leaders and employees frequently face intense emotional experiences, especially
during times of crisis (Cacciotti & Hayton, 2015). Furthermore, those firms are different from
larger and established firms where setbacks could be potentially more easily compensated for.
It is evident that effective interpersonal emotion regulation of leaders in such times is vital,
for example, to ensure employees’ job engagement and affective commitment (Madera &
Smith, 2009; Wu et al., 2021).

However, the question remains which emotion regulation strategy (i.e., deep acting,
surface acting, or the display of genuine emotions) would be most beneficial during crisis.
According to the emotions-as-social-information (EASI) model, displayed emotions contain
information that observers evaluate and, in response, adapt their affective reactions, behavior,
and attitudes (van Kleef, 2009). Leaders in young firms are often described as particularly
optimistic and passionate (Hmieleski & Baron, 2009). However, as the density of adverse
circumstances is particularly high in the context of young firms (Anwar et al., 2023;
Schindehutte et al., 2006), even experienced and resilient leaders are no strangers to
experiencing negative emotions, such as fear (Dasborough & Scandura, 2021). At the same
time, the open display of negative, genuine emotions in the workplace—such as fear—is still
an unspoken taboo in many firms, especially among leaders (Humphrey, 2012; Humphrey et
al., 2008). Extant research assumes that the open display of negative emotions, such as fear,
can lead to a negative emotional spiral in a firm, as employees potentially adopt the negative

emotions of their leaders, which is also called emotional contagion (Barsade, 2002). These
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negative emotions could then spread among employees, potentially leading to demotivation,
which could be a problem, especially in already uncertain times (Madera & Smith, 2009).

As an alternative to expressing genuine emotions, leaders might adopt emotion
regulation strategies. However, these strategies, especially surface acting, carry the risk of
being perceived as inauthentic, potentially leading to negative outcomes as well (Fisk &
Friesen, 2012). In conclusion, neither openly displaying fear nor resorting to emotion
regulation strategies offer unequivocal benefits for employees’ reactions. Hence, the aim in
the second essay is to answer the question of which of the three available strategies—showing
genuine emotions, deep acting, or surface acting—is most effective from an interpersonal
perspective in a crisis situation, using an experimental vignette design. This leads to the
following research question:

Research question Essay Il: Which emotional display strategy (i.e., deep acting,
surface acting, display of genuine emotions) should leaders choose in front of their employees
in the context of a young firm’s crisis?

In Essay I1I, this dissertation dives deeper into the individual employee experience of
emotion regulation, thereby taking an intrapersonal perspective. In contrast to the limited
literature on interpersonal emotion regulation, research on intrapersonal effects of emotion
regulation strategies, albeit predominantly in the service context, has already a long history
(Gabriel et al., 2023; Grandey & Melloy, 2017). Emotion regulation strategies, especially
surface acting, can have detrimental effects on employees’ resources, because the faking of
emotions is effortful (Sayre et al., 2021; van Gelderen et al., 2017; Xanthopoulou et al.,
2018). Existing meta-analyses have shown that surface acting leads to burnout (Mesmer-
Magnus et al., 2012), stress, exhaustion, and decreased job satisfaction (Kammeyer-Mueller et
al., 2013), as well as decreased well-being, job attitudes, and performance (Hiilsheger &

Schewe, 2011). Deep acting, in contrast, has been shown to have a positive relationship with
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emotional performance (Hiilsheger & Schewe, 2011), job satisfaction, and job performance
(Kammeyer-Mueller et al., 2013), but no relationship with burnout (Mesmer-Magnus et al.,
2012), well-being, and job attitudes (Hiilsheger & Schewe, 2011).

The use of ineffective emotion regulation strategies poses a significant challenge for
employees who work in small firms that are typically equipped with a smaller workforce and
therefore less resources in general (Greene et al., 1997). Ensuring that employees have the
ability to regulate their emotions effectively is therefore not just a matter of personal well-
being, but a strategic imperative for a small firm. Moreover, in small firms, teams are
typically close-knit (Atkinson, 2008). This implicates that emotion regulation strategies play a
pivotal role for the individual employee and the collaboration of coworkers within teams
(Gabriel et al., 2020; Troth et al., 2018).

To better understand how employees’ emotion regulation strategies affect their day-to-
day work in small firms, this study utilizes a daily diary approach across one week. Taking
the perspective of the conservation of resources (COR) theory (Hobfoll, 1989), this study
aims to explore its impact on key factors which are vital for the performance and success of
small firms, in particular, emotional well-being, creativity, as well as in-role and extra-role
performance. Additionally, this study examines the moderating effect of emotion regulation
ability. Research on how emotion regulation ability influences emotion regulation strategies is
limited (Gabriel et al., 2023), especially the role of this ability as a general trait variable that
could influence daily outcomes. This is a critical research gap, as the use of emotion
regulation strategies is dynamic in nature (Judge et al., 2009; Wagner et al., 2014). Hence, the
collection of diary data is particularly fitting to get deeper and more precise insights into these
processes, allowing for better understanding of these relationships.

In contrast to the second essay, the third essay only examines the consequences of

deep acting and surface acting, as those strategies have been shown to be potentially
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problematic for employees’ health and behaviors at work (Gabriel et al., 2023; Grandey &
Melloy, 2017). This essay poses the following research question:

Research question Essay III: How do employees’ daily emotion regulation strategies
(i.e., deep acting and surface acting) influence creativity and performance at work, and how
does general emotion regulation ability impact these relationships?

Finally, in Essay IV, I take a step back and examine the antecedents of emotion
regulation, specifically, employees’ daily sleep quality, which potentially influences emotion
regulation ability, and in turn, the use of emotion regulation strategies (Barnes, 2012). As
examined in both Essays II and III, and shown by extant literature, the use of surface acting
can have harmful interpersonal and intrapersonal outcomes, hence, it is vital to gain
knowledge on which factors can prevent individuals from engaging in surface acting and
fostering more deep acting at work (Grandey & Melloy, 2017). One of these factors could be
employees’ daily cognitive resources that may impact their use of emotion regulation
strategies (N1 Zhang et al., 2022). A crucial antecedent for individuals’ resources and energy,
in turn, is their sleep quality (Barnes, 2012).

Surprisingly, research regarding the relationship between sleep quality and emotion
regulation is relatively limited, although it is commonly acknowledged that good sleep plays a
vital role for other outcome variables, such as motivated behavior at work (Barnes, 2012;
Barnes & Watson, 2019; Williamson et al., 2019). While there is initial evidence that sleep
quality increases emotion regulation ability (Guarana et al., 2021; Mauss et al., 2013), the
relationship between sleep quality and emotion regulation strategies has only been explored
from the perspective of sleep quality as an outcome of regulation strategies: In particular,
extant research has shown that surface acting leads to decreased sleep quality (Fouquereau et
al., 2019; Gu et al., 2020; Wagner et al., 2014; Yeh et al., 2020), while the effect of deep

acting on sleep quality remains unclear (Yeh et al., 2020).
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However, sleep quality may also be a precursor for emotion regulation (Barnes, 2012),
and could hence be an influential factor that should be considered by organizations to ensure
healthy behaviors at work. In Essay 1V, therefore, the reverse perspective of existing research
is taken, and the impact of employees’ daily sleep quality on the use of emotion regulation
strategies is examined. As a specific organizational context, again, the small firm context is
chosen. As already emphasized in Essay III, small firms typically have limited resources
(Greene et al., 1997) and close working relationships between coworkers (Atkinson, 2008),
and thus the use of beneficial emotion regulation strategies, which are potentially enhanced by
emotion regulation ability (Grandey & Melloy, 2017), is crucial in such environments, as they
potentially contribute to effective collaboration (Gabriel et al., 2020).

Employing the model of sleep and self-regulation (Barnes, 2012) that assumes a
relationship between sleep quality and the emotional component of self-regulation, that is,
emotion regulation, I collected data with a one-week diary study by using the same dataset as
in Essay III. Although overlapping in investigating deep acting and surface acting, Essay IV
treats these two strategies as outcome variables rather than predictors. As a result, there is no
overlap between the two studies, aside from the two common variables of deep acting and
surface acting. This distinct approach allows for a unique and focused exploration in each
study. To explore the relationship between sleep and emotion regulation—both as an ability
and as strategies—I investigate the following research question:

Research question Essay IV: How does employees’ daily sleep quality impact daily
emotion regulation ability and the use of emotion regulation strategies (i.e., deep acting and
surface acting) at work?

In Figure 1-1, the interrelationships of the four essays are illustrated. As described in
the previous sections, the four essays include both intrapersonal and interpersonal

perspectives, encompassing daily work scenarios as well as extraordinary situations, such as a
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crisis. Additionally, the dissertation highlights both antecedents and consequences of emotion
regulation in these settings. With regard to the emotion regulation concept, the essays place a
specific focus on emotion regulation strategies and the influencing role of emotion regulation
ability. Finally, the exploration is uniquely tailored to entrepreneurial, young, and small firms,
moving beyond traditional service contexts.

Figure 1-1: Overview of the four essays in the research context of emotion regulation

Organizational perspectives

Small firms Entrepreneurial and young firms

Individual perspectives

Intrapersonal Interpersonal
] employee perspective leader—employee perspective

Situational contexts

Daily interactions Crisis
Essay Essay
\HI 11
Antecedents Emotif)n Consequences
regulation
] Emotion regulation  fe= Positive/negati
gative
Sleep quality ability affect
[ Emotion regulation ju Affective
Essay strategies commitment

1V
Job engagement

Creativity

In-role/extra-role
performance

1.3 Contribution of the dissertation to emotion regulation research

The contribution of this dissertation is threefold. First, this dissertation explores the
antecedents and consequences of emotion regulation in non-service contexts, specifically the
unique settings of entrepreneurial, young, and small firms, thereby diverging from prior
research that predominantly focused on service environments and emotion regulation in

response to customer misbehavior (Dudenhoffer & Dormann, 2013; Gabriel et al., 2023;
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Grandey, 2000; Grandey et al., 2004; Grandey & Gabriel, 2015; Grandey & Melloy, 2017).
The focus on these organizational environments marked by stress, uncertainty, and limited
resources leads to novel situational contexts (e.g., crisis contexts), antecedents (e.g., sleep
quality), and outcome variables (e.g., creativity) of emotion regulation, which I will study in
this dissertation. This broadens the currently relatively narrow focus of emotion regulation
research on well-being, health, and job satisfaction outcomes (Gabriel et al., 2023), thereby
also shedding light on cases when emotion regulation can have beneficial outcomes (Lennard
et al., 2019; Troth et al., 2018). With regard to consequences, this dissertation also reveals a
novel perspective on the traditional distinction between deep acting and surface acting by
comparing their context-specific consequences with the third strategy of showing genuine
emotions and its impact on observers (Batchelor et al., 2018; Glomb & Tews, 2004).

Second, this dissertation examines emotion regulation from two perspectives, namely,
emotion regulation as a set of strategies and emotion regulation as an ability (Gabriel et al.,
2023; Grandey & Gabriel, 2015). This dual perspective addresses a gap in existing literature,
which has primarily examined emotion regulation either as an ability or a strategy, while
research on the interrelationship of both is still scarce (Scherer et al., 2020). Understanding
the antecedents and consequences of emotion regulation by integrating both angles is vital
because emotion regulation ability can affect the implementation and effectiveness of emotion
regulation strategies, and conversely, the strategies employed can influence individuals’
emotion regulation ability in the long term (Grandey & Melloy, 2017; Gross, 2015). Shedding
light on the perspective of emotion regulation ability as a stable characteristic (Brackett et al.,
2006), this dissertation examines its moderating influence on the relationship between daily
emotion regulation strategies and employees’ affective well-being in the third study. In

contrast, in the fourth study, I investigate the daily changing emotion regulation ability



1. Introduction 20

(Lavender et al., 2017; Pavlacic et al., 2022) as a mediating mechanism between employees’
daily sleep quality and the use of emotion regulation strategies.

Third, the essays in this dissertation explore emotion regulation from both
intrapersonal (Grandey, 2000) and interpersonal (Little et al., 2013) perspectives. While
previous research has predominantly focused on the intrapersonal effects of emotion
regulation, often highlighting the adverse consequences of surface acting on well-being and
job satisfaction (Gabriel et al., 2023; Little et al., 2013), this dissertation broadens the scope,
and delves into the day-to-day aspects of emotion regulation abilities and strategies (Gabriel
et al., 2023; Judge et al., 2009; van Gelderen et al., 2017). Additionally, the dissertation
examines the interpersonal consequences of emotion regulation, underscoring its significance
in influencing one’s environment at work (Fisk & Friesen, 2012; Gabriel et al., 2023; Troth et
al., 2018), specifically how leaders’ emotion regulation during crises contributes to sustaining
employee engagement and commitment (Batchelor et al., 2018).

By exploring how emotion regulation can enhance well-being, commitment,
creativity, and performance in the dynamic environments of entrepreneurial, young, and small
firms, these essays also contribute to the wider conversation on workplace well-being,
particularly during uncertain times (Anwar et al., 2023; Blustein et al., 2023; Sonnentag et al.,
2023). These aspects are becoming increasingly vital in the workplace—not only in the
contexts studied in this dissertation, but also in established and larger firms. Firms need to
remain innovative through their employees’ commitment, engagement, creativity, and
performance (de Jong & Den Hartog, 2007; Laguna et al., 2021; Lua et al., 2023).
Furthermore, employees increasingly seek meaningful work where they can identify with
their tasks and maintain their well-being (Blustein et al., 2023; Sonnentag et al., 2023), which
can be impaired or improved by employing emotion regulation (Gabriel et al., 2023), which is

crucial in virtually any type of organization.
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2. Integrating emotion regulation, emotional intelligence, and emotion-focused coping in

the entrepreneurial context: A review and research agenda! (Essay I)

Abstract

Existing research in the entrepreneurial context tends to treat emotions as static
phenomena, paying limited attention to the question of how entrepreneurs can actively shape
their emotional experiences through emotion management to enhance their well-being and
performance. Furthermore, the exploration of how entrepreneurs manage their emotions to
sustain their entrepreneurial activities often employs different concepts and terminologies,
resulting in a fragmented literature that lacks continuity. To extract a common thread from
this research field, we conducted a systematic integrative review and integrated research on
emotional intelligence, emotion regulation, and emotion-focused coping in the entrepreneurial
context using the umbrella term of emotion management. With a comprehensive framework,
we organised the emotion management literature around perspectives as an entrepreneur’s
individual ability, a trait, and situation-specific strategies. Additionally, we highlighted
contextual factors, specifically macro- and meso-level factors, individual factors, antecedents,
and consequences. Drawing on our findings, we reveal existing gaps and propose future

directions for emotion management in entrepreneurship research.
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2.1 Introduction

The entrepreneurial context is commonly seen as an emotional rollercoaster ride,
characterised by heightened emotions (Cacciotti & Hayton, 2015; Schindehutte et al., 2006;
Shepherd et al., 2011; Waldman et al., 2024). To date, research on emotions in
entrepreneurship has predominantly focused on the experience of either positive or negative
emotions, their antecedents (e.g., stress, uncertainty, success), and their consequences on
entrepreneurial performance and well-being, which is also reflected by existing systematic
reviews on emotions in the entrepreneurial context (for reviews on emotions in the
entrepreneurial context, see Delgado-Garcia et al., 2015; Fodor & Pintea, 2017; Williamson et
al., 2022).

However, emotions are neither static nor just positive or negative; instead, emotions
can be managed to achieve certain goals (Brundin et al., 2021; Frese & Gielnik, 2023), for
instance, to attain entrepreneurial behaviour, performance, and learning (Shepherd, 2003;
Zampetakis et al., 2017). Extant research in the entrepreneurial context utilises a broad variety
of theoretical lenses to describe the phenomenon of emotion management, thereby
encompassing concepts of emotional intelligence (Mayer & Salovey, 1997), emotion
regulation (Grandey, 2000; Gross, 1998), as well as emotion-focused coping (Lazarus &
Folkman, 1984). Although stemming from different theoretical traditions, these concepts
focus on the manageable, modifiable nature of emotions, and they explore individuals’ efforts
to respond to emotional demands and the modification of one’s own or others’ emotions
(Gross, 2015; Olson et al., 2019). Surprisingly, these concepts have been evolved rather
separately in entrepreneurship research. Thus, our understanding on how entrepreneurs can
effectively manage their own and others’ emotions to maintain their entrepreneurial activities,
performance, and well-being is still fragmented (De Cock et al., 2020; Engel et al., 2021).

Therefore, there is a need for more systematic knowledge about emotion management for
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both entrepreneurial theory and practice, given that effective emotion management is essential
for the well-being and performance of founders and employees, which in turn is crucial for
the survival of new and emerging ventures (Shepherd, 2020; Stroe et al., 2020; Waldman et
al., 2024).

With a systematic integrative review aimed at uniting and thus integrating different
research strands (Cronin & George, 2020; Radu-Lefebvre et al., 2021), we assimilate existing
findings from the different research traditions of emotional intelligence, emotion regulation,
and emotion-focused coping, and subsume them under the umbrella term emotion
management (Pefia-Sarrionandia et al., 2015). In line with recommendations for integrative
reviews (Cronin & George, 2020; Radu-Lefebvre et al., 2021), we conduct a systematic
keyword search, and construct first-order, second-order, and third-order themes. Based on our
findings, we provide a framework for a comprehensive picture of entrepreneurial emotion
management, which, in turn, reveals five specific areas for future research.

The objective of this systematic integrative review is to enrich the emerging field of
entrepreneurial emotion management by summarising current knowledge across various
perspectives on emotion management and related contextual factors. Specifically, we aim to
draw insights from distinct research traditions to inform the respective academic communities
and stimulate new, innovative research by uncovering areas currently hidden due to siloed
thinking within these communities (Cronin & George, 2020).

Our contribution to the literature is threefold. First, by reviewing the literature from
the different research traditions emotional intelligence, emotion regulation, and emotion-
focused coping, we structure the current state of the literature with a comprehensive
integrative framework. This framework provides an overview of different perspectives of
entrepreneurial emotion management, as well as contextual factors, including macro- and

meso-level factors, individual factors, antecedents, and consequences. We underscore the
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commonalities and distinctions among the various research traditions in their approaches to
entrepreneurial emotion management and in their examination of contextual factors. Through
this, we aim to foster the evolution of the entrepreneurial emotion management literature,
which is presently marked by scholars employing disparate theoretical lenses in parallel
(Cronin & George, 2020).

Second, we specifically examine entrepreneurial emotion management along the three
perspectives as an individual ability, a trait, or as situation-specific strategies, and we
illuminate the differences and connections between these perspectives. By concurrently
exploring all three perspectives, we extend prior research that typically focused on just one
perspective at a time. Integrating these perspectives allows for a more nuanced understanding
of emotion management and emphasises that it is a multifaceted construct: Effective
entrepreneurial emotion management requires developing individual abilities, leveraging
personal traits, and applying suitable strategies in specific situations.

Third, we highlight existing gaps in the reviewed literature and derive five avenues for
future research. These directions involve further exploring the connections between the
emotion management perspectives, delving deeper into macro- and meso-level factors, such
as different organisational predispositions, as well as individual factors, with a particular
emphasis on the under-researched interpersonal perspective. Additionally, we suggest a more
nuanced examination of the antecedents of emotion management, moving away from a
general perspective of managed emotions, and a more diversified investigation of
consequences, including potential negative effects of entrepreneurial emotion management.
2.2 Emotion management research traditions

To date, various research traditions related to emotion management have been studied
predominantly independently in separate scholarly communities, particularly in the context of

organisations (Pefia-Sarrionandia et al., 2015). In this systematic integrative review, we place
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a particular emphasis on the entrepreneurial domain, where the study of emotion management
is still relatively limited (De Cock et al., 2020; Engel et al., 2021; Frese & Gielnik, 2023).

By examining the topic in this context and systematically reviewing it in an integrative
manner, we hope to provide a theoretical impetus to advance the literature as valuable insights
from different communities could be shared and integrated, which would promote the growth
and refinement of this field (Cronin & George, 2020). From a practical perspective, further
advances in understanding emotion management are of great importance, especially in the
entrepreneurial context where emotional experiences prosper (Schindehutte et al., 2006;
Waldman et al., 2024). Effective management of emotions is central to maintaining individual
well-being and performance amid the uncertainties and stressors that entrepreneurs face
(Drnovsek et al., 2010; Nikolaev et al., 2020). In addition, mastering emotion management is
critical to maintaining successful relationships with customers, investors, and employees
(Batchelor et al., 2018; Burch et al., 2013).

Existing literature primarily examines how individuals can deal with negative
emotions in order to benefit from the upregulation of emotions (Gross, 2015). At the same
time, it is certainly possible to manage positive emotions, for instance, to appear more serious
during negotiations, and there is also evidence that the experience of negative emotions is not
always detrimental for attitudes and behaviours (George & Zhou, 2002). However, the vast
majority of the emotion management literature either implicitly or explicitly focuses on the
occurrence of unwelcome, stressful, or negative emotions that individuals aim to overcome by
regulating them or by coping with them (Gross, 2015). In the entrepreneurial context, this
encompasses the exploration of how, why, and when entrepreneurs (should) manage negative
emotions that occur during either extreme situations, like failure or crisis, or everyday

challenges (Cacciotti & Hayton, 2015).
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Three main research traditions have evolved that scholars use to describe the
phenomenon of emotion management, namely emotional intelligence, emotion regulation, and
emotion-focused coping. First, emotional intelligence (Goleman, 1998; Mayer & Salovey,
1997), which includes the subdimension “to regulate one’s own and others’ emotions” (Mayer
& Salovey, 1997, p. 11), surprisingly evolved mainly independently from concepts
surrounding emotion regulation in both the psychology and organisational literature (Pefia-
Sarrionandia et al., 2015). With its other subdimensions (perceive and appraise emotions
accurately, access and evoke emotions when they facilitate cognition, comprehend emotional
language, and make use of emotional information) (Mayer & Salovey, 1997, p. 11), emotional
intelligence has received significant attention as a driver for various positive outcomes on the
individual and firm level (Miao et al., 2017). Emotional intelligence can be seen as a concept
that resides at a theoretically higher level above emotion regulation and emotion-focused
coping, as emotional intelligence can influence the extent to which individuals are able to
manage their own emotions by using different strategies as a trait or in a specific situation
(Pena-Sarrionandia et al., 2015). Emotional intelligence is typically measured with different
subdimensions, with the regulation of emotions being one of them (Mayer & Salovey, 1997).
In contrast to the emotion regulation and emotion-focused coping traditions, emotional
intelligence does not involve the use of specific strategies to manage emotions, but rather the
general ability to monitor own and others’ emotions which guides individuals’ behaviour
(Mayer & Salovey, 1997).

Second, research on emotion regulation conceptualises the management of emotions
as individuals’ suppression and reappraisal of emotions for both intrinsic and extrinsic
purposes (Gross, 1998), or individuals’ deep acting and surface acting to manage emotions in
front of others (Grandey & Melloy, 2017; Hochschild, 1983). Specifically in the service

sector, but increasingly in other organisational domains, emotion regulation is also known as
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emotional labour, which is the regulation of emotions as part of the job (Grandey & Gabriel,
2015). Furthermore, there have been various approaches to conceptualise specific emotions as
being able to regulate the experience of other emotions (i.e., positive emotions regulate
negative emotions) (Stroe et al., 2020), that can be subsumed under the emotion regulation
tradition.

The third related concept is emotion-focused coping, which stems from research on
individuals’ reactions to stressors (Gross, 2015; Lazarus, 2006). Emotion-focused coping is
defined as the regulation of emotional reactions that are evoked by stressors, while the
emphasis of problem-focused coping is finding a solution to the stressor itself (Lazarus &
Folkman, 1984). Like research on emotion regulation, research in this field commonly
discerns various specific forms of emotion-focused coping (e.g., venting, denial, or
disengagement) (Lazarus & Folkman, 1984), representing a notably diversified approach
towards examining the emotion management process. This approach contrasts with the
emotional intelligence domain, where a majority of studies predominantly adopts a broad
conceptual framework for understanding emotion management, lacking specific delineation of
distinct techniques. The particularities of the various research traditions in the specific
entrepreneurial context will be discussed in the remainder of this review.

2.3 Review method
2.3.1 Data collection

As a first step of our systematic integrative review, we determined the keywords for
our search process. The flow diagram of the search and screening process, including the
search string, is presented in Figure 2-1 (Page et al., 2021). Since entrepreneurial emotion
management has been investigated by using a variety of different concepts, we included these
varying terms (i.e., emotion management, emotion regulation, emotional labour, emotional

intelligence, and emotion-focused coping) into the first part of our search string. To cover all
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relevant literature, we also included the keywords “mood regulation” and “affect regulation”
as related concepts (Gross, 2015). We combined this first part of the search string with a
second stack of keywords, determining the entrepreneurial scope of our literature search, such
as entrepreneur, venture, or small business. We conducted the systematic keyword search in
Web of Science and Business Source Premier, and manually searched in reference sections of
our identified articles for potential studies within our scope (Tranfield et al., 2003). Included
articles had to be peer-reviewed and published in academic journals, as well as written in
English. Apart from that, we did not exclude any journals based on rankings or subject-
specific domains, nor did we specify a specific time frame for when articles were published.
We conducted the latest search for the current version of this review in December 2022,
which yielded 685 independent records including duplicates.
2.3.2 Screening process and exclusion criteria

In line with recommendations of Tranfield et al. (2003), we determined exclusion and
inclusion criteria for our screening process, which are also indicated in Figure 2-1. After
reading the titles and abstracts of our initially identified records, we first excluded all articles
that did not refer to the topic of emotions or emotion management (including all targeted sub-
concepts) in the entrepreneurial context. For example, the initial sample included articles that
dealt with macro-economic or political themes with regard to entrepreneurial firms (e.g.,
Anton & Onofrei, 2016; Melissanidou & Johnston, 2019), which were not aligned with our
defined search and we hence excluded. This screening and exclusion step resulted in 227
studies. We conducted a second exclusion step in which we screened the full texts of our

records and assessed these remaining studies for eligibility (Tranfield et al., 2003).
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Figure 2-1: Flow diagram of the search process

Search string

TOPIC: (“emotion* regulation” OR “emotional labo$r” OR “affect* regulation” OR “mood
regulation” OR “emotional intelligence” OR “emotion management” OR “coping”)

AND TOPIC: (“entrepreneur*” OR “young firm*” OR “young compan*” OR “young venture*”
OR “small business*” OR “small firm” OR “start$up*”)

Databases

(1) Web of Science Core Collection Social Sciences Citation Index (SSCI)--1956-present,
Language English

(2) EBSCO Business Source Premier, Scholarly (Peer Reviewed) Journals, Academic Journals,
Language English

U

Total records (n = 685)
identified from

Web of Science (rn = 359) =
EBSCO Business Source Premier (n=317)
Reference sections (7 =9)

U

Duplicate records removed
(n=110)

Records excluded

(n=348)

Records screened after duplicates removed

(n=1575) Exclusion criteria:

- No focus on concepts of emotion
management

- No focus on entrepreneurial context

Records excluded
(n=173)

Exclusion criteria:

- Conceptualisations of emotional
intelligence without subdimension

Records assessed for eligibility of managing emotions

(n=227) = - Conceptualisations of coping
without emotion-focused coping

- Emotion management only touched
briefly or not focus of study

- Focus on entrepreneurial students,
corporate entrepreneurship, or
family firms without entrepreneurial
focus

U

Records included in review
(n=54)

Note. PRISMA flow diagram adapted from Page et al. (2021).



2. Integrating emotion regulation, emotional intelligence, and emotion-focused coping in the entrepreneurial
context: A review and research agenda (Essay I) 30

As our inclusion criteria necessitated that articles had to focus on emotion
management (i.e., reflected by the regulation or adjustment of emotions) rather than on
entrepreneurial emotions in general, we excluded all records that examined emotions without
focusing on the regulative, manageable nature of emotions (e.g., Gorgievski et al., 2014).

Another inclusion criterion encompassed that articles had to focus on the
entrepreneurial journey, including entrepreneurs who were either in the founding or growth
phase of their ventures, or those who had encountered failure. This criterion meant focusing
on entrepreneurs who had taken concrete steps towards establishing their business, which
could include evaluating or identifying opportunities. Conversely, we excluded studies that
centred solely on individuals with entrepreneurial aspirations but no tangible entrepreneurial
activities. As a result, articles examining the emotion management of entrepreneurial students
with mere intentions to start a business, such as in a study by Shepherd (2004), were not
considered for inclusion in our review.

We also excluded articles that focused on employees’ emotion management in relation
to a corporate entrepreneurship project (e.g., Patzelt et al., 2021), because we aimed to focus
on entrepreneurial endeavours in the context of a new venture rather than an existing
organisation. Additionally, we excluded articles that focused on small businesses or family
firms when the firms studied in these particular articles did not include an entrepreneurial
focus (e.g., Radu-Lefebvre & Randerson, 2020). Regarding studies on emotional intelligence,
we only included studies that explicitly included the subdimension of regulating own and
others’ emotions (Mayer & Salovey, 1997) in their definition of emotional intelligence. With
regard to studies on emotion-focused coping, we only included studies that explicitly
distinguished between emotion-focused and problem-focused coping, and did not only refer to

coping as a broad dimension. After this exclusion step, 54 studies remained, which we
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included as the final sample for this review. Table 2-1 summarises all articles, employed
methods, concepts, and findings reported in the respective articles.
2.3.3 Data coding

As a first step, we coded all studies descriptively. To achieve a first overview of the
included studies, we screened the full texts for common subjects, theoretical constructs, and
perspectives (Radu-Lefebvre et al., 2021). We also determined whether the respective article
was based on a qualitative (n = 10), quantitative (n = 32), or conceptual (n = 5) study, or if it
was a review article or meta-analysis (n = 7). Journals included in our review stem from the
management and organisational behaviour (n = 12), psychology (n = 9), and entrepreneurship
(n =27) domains. Six articles were published in journals from miscellaneous domains.

After the descriptive coding, we summed up common subjects and constructed
second-order themes. As the core of our coding process, we scrutinised the different
definitions of emotion management—hence, we first recorded the different conceptualisations
of emotion regulation (e.g., suppression and reappraisal), emotional labour with deep and
surface acting, emotional intelligence with its subdimension of regulating own and others’
emotions, as well as emotion-focused coping (e.g., venting or denial).

In this coding step, we discovered that the literature on these different concepts
examined emotion management from different angles related to the role that it serves for the
individual. For instance, when studies took the ability perspective, literature defined emotion
management as a personal capability to manage emotions in a certain way (Grandey &
Gabriel, 2015; Miao et al., 2017). The trait perspective, on the other hand, means that studies
conceptualised emotion management as strategies that individuals use chronically or

habitually, as a character or personality trait (Miao et al., 2018).
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Finally, the strategy perspective reflects the use of emotion management in specific
situations or contexts (Gross, 2015). While the different concepts surrounding emotion
management typically either distinguish between an ability or a trait (Grandey & Melloy,
2017) or between a trait and a strategy perspective (Maxwell et al., 2019), we coded the
articles with all three respective categories, as the simultaneous scrutiny of all three
perspectives allows us to gain a more comprehensive view on emotion management.

In the next step, we assessed whether the studies in our sample looked at emotion
management from an ability, a trait, or a strategy perspective, and coded the articles
respectively. This mapping of the studies in our sample led to the second-order themes
individual ability, trait, and situation-specific strategies.

Furthermore, we categorised descriptive codes such as culture and perceived
uncertainty as environmental conditions, subjects such as firm age as organisational
predispositions, and the investigated entrepreneurial stages (e.g., growth, after failure) as
organisational phases. As the studies varied in the way they investigated emotion
management of individual entrepreneurs or in the context to other stakeholders, we
categorised all studies as either reflecting an intra- or interpersonal perspective. Furthermore,
we summed up variables such as the entrepreneurial experience as individual predispositions,
and variables such as team-efficacy as relational predispositions. Further, we summed up
events (e.g., venture obstacles) with the second-order theme entrepreneurial events and
studied emotions (e.g., fear or failure) with the theme managed emotions. As for possible
outcomes of entrepreneurs’ emotion management, we summed up individual outcomes (e.g.,
entrepreneurial performance) and venture outcomes (e.g., venture survival).

During the third abstraction stage, we built five integrative themes (Cronin and
George 2020, Radu-Lefebvre et al. 2021) to encapsulate the underlying conceptual

dimensions. We categorised the second-order themes individual ability, trait, and situation-
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specific strategies as entrepreneurial emotion management perspectives. Furthermore, we
grouped the second-order themes environmental conditions, organisational predispositions
and organisational phases into macro- and meso-level factors. We aggregated individual and
relational predispositions as well as intra- or interpersonal perspective as individual factors,
and we consolidated entrepreneurial events and managed emotions as antecedents. Finally,
we aggregated individual outcomes as well as venture outcomes as consequences. The full
presentation of the coding themes can be found in the Appendix A.

2.3.4 Development of the framework

To put the identified themes in a temporal and contextual relationship to each other,
we organised all previously described themes in an integrative framework, which is presented
in Figure 2-2. Below each third-order theme, the related second-order themes are displayed
with respective examples of first-order themes. At the core of the framework, we highlight the
three corresponding different perspectives on emotion management—as an individual ability,
a trait, or as situation-specific strategies.

The two outer layers macro- and meso-level factors and individual factors include
factors that influence the emotion management process. Furthermore, the core of the
framework, that is, entrepreneurial emotion management, is linked to antecedents and
consequences of entrepreneurial emotion management (Burch et al., 2013; Weiss &
Cropanzano, 1996). However, this should not reflect a linear process: As also noted by Burch
et al. (2013), entrepreneurial emotion management and its consequences influence subsequent
events because of the new knowledge and experience acquired during past events. This cycle
is indicated in the framework by an arrow that links back from the consequences to the

antecedents of entrepreneurial emotion management.
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2.4 Entrepreneurial emotion management perspectives and concepts

During the screening process, we mapped the core of our framework, the main
research concepts emotional intelligence, emotion regulation, and emotion-focused coping, as
well as three different perspectives on entrepreneurial emotion management, namely the
individual ability, the trait, and the situation-specific strategies perspectives.

When studies took the ability perspective (n = 19), scholars defined entrepreneurial
emotion management as a personal capability to manage emotions in an appropriate and
successful way (Mayer & Salovey, 1997). As visualised in Figure 2-3, the ability perspective
has been taken in the emotional intelligence and emotion-focused coping research traditions.
Entrepreneurial scholars also investigated entrepreneurial emotion management from a trait
perspective (n = 14), which means that studies conceptualised entrepreneurial emotion
management as a mechanism that individuals use habitually or chronically as a trait (Miao et
al., 2018), or as a propensity to use certain strategies (Batchelor et al., 2018). The trait
perspective has been examined by all three emotion management traditions emotional
intelligence, emotion regulation, and emotion-focused coping.

Finally, entrepreneurial emotion management has also been investigated as a set of
situation-specific strategies (Pefia-Sarrionandia et al., 2015) (n = 19), which means that
individuals use strategies on purpose or in a specific situation (Engel et al., 2021; Ivanova et
al., 2022). Scholars from the emotion regulation and emotion-focused coping research
traditions have used the situation-specific perspective. Two articles in our review investigated
entrepreneurial emotion management from multiple perspectives, namely, Miao et al. (2018)
meta-analytically analysed the concept emotional intelligence from an ability and a trait
perspective, and Ahmed et al. (2022) conducted an integrative review on resilience, stress,

and coping, and examined emotion-focused coping from a trait and a strategy perspective. We
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will elaborate on the different research concepts and the respective perspectives as an

individual ability, a trait, and as situation-specific strategies in the following.

Figure 2-3: Emotion management concepts and perspectives
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Note. Visualisation of the emotion management perspectives (represented by rectangular shapes; i.e., individual ability, trait, and situation-

specific perspective) and concepts (represented by oval shapes; i.e., emotional intelligence, emotion regulation, emotion-focused coping) that

scholars study in the entrepreneurial emotion management literature. Scholars adopt the individual ability perspective by employing the

concepts of emotional intelligence or emotion regulation, while the trait perspective is studied with the concepts of emotional intelligence,

emotion regulation, and emotion-focused coping. The situation-specific strategy perspective is examined by utilising the concepts of emotion

regulation or emotion-focused coping.

2.4.1 Entrepreneurial emotional intelligence

In total, 19 studies in this review utilised the emotional intelligence concept. Twelve

studies investigated entrepreneurial emotional intelligence as an ability from a quantitative or

meta-analytical perspective. With a meta-analysis, Allen et al. (2020) found that emotional
intelligence had a stronger influence on entrepreneurial success than the entrepreneur’s
general mental ability. Zhou and Bojica (2017) found that the ability to regulate emotions is
stronger related to perceived entrepreneurial success than the other subdimensions of
emotional intelligence, while Ingram et al. (2019) also demonstrated the positive impact of

this ability on venture performance. Another study showed the positive impact of team
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emotional intelligence on team innovation performance (Yin et al., 2020), thereby
highlighting that not only an individual’s ability to regulate emotions, but the sum of all team
members’ emotional intelligence is crucial for success. In stark contrast to these findings,
Schlaegel et al. (2021) surprisingly found no significant relationship between emotional
intelligence and entrepreneurial intentions.

Five of the identified studies in this review examined emotional intelligence as an
ability in the entrepreneurial context from a qualitative, or a conceptual perspective. While
they all support the assumption of emotional intelligence as a crucial ability for entrepreneurs,
their suggested outcomes on entrepreneurial behaviour, well-being, and success vary.
Humphrey (2013) pointed out why emotional intelligence relates to entrepreneurship, that is,
among other factors, the ability to handle intense emotions when working with their
employees and stakeholders. D’Intino et al. (2007) defined the ability to regulate emotions as
the main characteristic of entrepreneurs’ emotional intelligence, and they proposed a positive
interaction with self-leadership, that is, the ability of entrepreneurs to regulate their own
behaviour. While the ability to regulate emotions is generally attributed to entrepreneurs more
than to employees in other professions, D’Intino et al. (2007) also pointed out the fact that this
ability is something that can be learned and developed. Similarly, Pathak and Goltz (2021)
proposed a conceptual model which highlights that emotional intelligence as an ability will
help in selecting and shaping the appropriate coping process with negative emotions.

Emotional intelligence scholars have defined emotional intelligence and its
subdimension of regulating emotions not only as an ability, but also as a trait (n = 3),
reflecting the idea of emotional intelligence as emotional self-perceptions and a part of
personal characteristics (Torres-Coronas & Vidal-Blasco, 2017). For example, Ahmetoglu et
al. (2011) demonstrated that emotional intelligence as a trait has a positive influence on

entrepreneurial activity and entrepreneurial achievement, while Torres-Coronas and Vidal-
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Blasco (2017) showed that regulating emotions as part of emotional intelligence positively
influences entrepreneurs’ proactive networking behaviour.

In summary and across the board, scholars see emotional intelligence as an ability or a
trait as positive—or at least not harmful—for entrepreneurs and their endeavours. However, it
remains unclear whether there are certain entrepreneurial behavioural strategies that can be
characterised as being more or less emotionally intelligent, and how entrepreneurial
intelligence relates to using certain strategies to manage situations in which negative emotions
occur. We will elaborate further on this research void in the future research avenues.

2.4.2 Entrepreneurial emotion regulation

17 studies in this review focused on emotion regulation, and conceptualised it as an
entrepreneurial ability, a trait, or as strategies. The ability perspective is represented in three
studies that stem from the emotion regulation tradition. For instance, Huy and Zott (2019)
theorised that the ability of regulating both own (e.g., by focusing on long-term success) and
others’ emotions (e.g., by showing consideration) is an essential part of entrepreneurs’
dynamic managerial capabilities.

Scholars also explored emotion regulation from a trait perspective (n = 6). In contrast
to emotional intelligence, those studies typically distinguish between subtypes of regulating
emotions based on the terminology introduced by Gross (1998), who differentiated between
the suppression or reappraisal of emotions. Several studies showed that the suppression or
reappraisal of emotions has distinct outcomes on behavioural outcomes: Team members in
entrepreneurial firms who regularly suppress their emotions were perceived less as leaders
than individuals who reappraise their emotions (Sirén et al., 2020). At the same time, De
Cock et al. (2020) found that both reappraisal and suppression of emotions are negatively

related with venture success, implicating that the regulation of emotions should generally be
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avoided, which contradicts previous research that highlighted the positive role of emotion
regulation.

Other studies use the emotion regulation terminology initially stemming from research
on emotional labour—that is, the distinction between deep and surface acting (Grandey, 2000;
Hochschild, 1983). For example, Batchelor et al. (2018) demonstrated that both strategies of
regulating and thereby disguising emotions are harmful for observers, and they plead for
entrepreneurial leaders to show their genuine, natural emotions in order to achieve favourable
employee attitudes.

Comparatively few authors explored specific mechanisms that go beyond the
reappraisal-suppression or deep acting-surface acting differentiation. Two studies conducted
their research using concepts that differ from traditional conceptualisations: Stroe et al. (2020)
propose that affect can be regulated by other emotions, in this case, the type and level of
passion regulated the fear of failure. Another study by Hatak and Snellman (2017)
investigated emotion regulation with regard to the specific emotion of regret, and their
findings showed that the anticipation of regret can serve as a regulation mechanism for
nascent entrepreneurial activities.

Studies examining emotion regulation as situation-specific strategies (n = 8) employ
varying conceptualisations. Using more popular operationalisations of emotional labour and
emotion regulation, Burch et al. (2013) conceptually investigated the role of deep acting and
surface acting on general entrepreneurial well-being and performance outcomes, while Ramli
et al. (2022) showed with interview data that entrepreneurs used more deep and surface acting
in a crisis situation. Ivanova et al. (2022) specifically explored the role of emotion
suppression as part of emotion regulation in new venture teams, which showed to be a
negative way of regulating emotions for relationship viability. Similarly focusing on the

interpersonal level, Brooks et al. (2019) conceptualised revealing failure as an interpersonal
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emotion regulation strategy and showed that it weakens observers’ envy in an entrepreneurial
pitch situation. Another quantitative study by Li et al. (2021) defined emotion regulation as an
interpersonal strategy of supervisors that was operationalised as “positive” behaviours (e.g.,
spending time with subordinates), which in turn increased entrepreneurial performance.

Two studies examined the role of humour as a strategy: While Hwang and Choi
(2021) showed that the use of humour by entrepreneurs who experienced failure motivated re-
entry into entrepreneurial endeavours, Hmieleski and Cole (2022) found a positive influence
of using humour as a strategy to deal with uncertainty on firm performance.

Taking a conceptual view on emotion regulation as a situation-specific strategy after
failure, Shepherd (2003) and Shepherd et al. (2009) highlighted the need for individuals’
regulation of grief (i.e., by taking a loss and restoration orientation in their grief recovery, or
by anticipating grief) to enhance their level of learning from failure. Similarly, He et al.
(2018) showed that the ability to regulate emotions positively influences learning behaviours
after failure, especially when failure velocity is high.

2.4.3 Entrepreneurial emotion-focused coping

Studies in this review that focused on entrepreneurial emotion-focused coping
encompass 19 studies that either used a trait or a strategy perspective. Studies in the emotion-
focused coping domain typically differentiate between more specific forms of emotion-
focused coping, which is a much more diversified way to look at the entrepreneurial emotion
management process than it is done in the emotional intelligence domain, where most studies
just focus on a broad conceptualisation of managing emotions, without specifying certain
techniques. Also, other than in the emotion regulation domain, scholars typically do not put
emphasis on an upregulation focus on emotions, but rather propose different mechanisms: For
instance, regarding emotion-focused coping strategies that entrepreneurs employ as a trait (»

=17), studies showed that different mechanisms like avoidance, minimisation, and distancing
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oneself from the problem lead to higher well-being (Drnovsek et al., 2010), while emotion-
focused coping proved also to be beneficial for decreasing negative affect (Patzelt &
Shepherd, 2011). Nikolaev et al. (2020), on the other hand, argued that emotion-focused
coping is a rather harmful coping technique and empirically demonstrated that entrepreneurs
generally use more problem- than emotion-focused coping, which in turn led to higher well-
being than that of traditional employees. This view on the management of emotions is, hence,
diametrically different from studies on emotional intelligence and emotion regulation that, in
contrast, attribute a significant importance to the existence and use of emotion management in
the entrepreneurial context. While both views may have their merits, this can be seen as an
indication that the pure focus on the management of entrepreneurial emotions, as
conceptualised in the emotional intelligence and emotion regulation literature, may have its
limitations when it is not interpreted in light of the practical challenges and problems that
arise in the entrepreneurial context. While the focus on managing emotions may help in
overcoming challenges, the focus on practical problems—that in turn evoke emotions—and
the aim to solve them, should, at the same time, not be neglected.

Twelve studies explored coping as situation-specific strategies. Engel et al. (2021)
investigated entrepreneurs’ fear of failure and demonstrated that meditating entrepreneurs
enhanced their self-compassion as an emotion-focused coping strategy, which reduced their
fear of failure. Focusing on the time after failure, one study showed that appraisals of loss had
a positive influence on felt grief after failure (Jenkins et al., 2014). Another qualitative study
revealed that emotion-focused coping strategies (i.e., venting, using emotional support) had a
positive influence on the release of stress levels (Eager et al., 2019), and Singh et al. (2007)
found that entrepreneurs use emotion-focused strategies after failure (i.e., reframing and re-

examination), which led to psychological learning in terms of entrepreneurs’ self-knowledge.
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These studies demonstrate, contrary to the conceptualisation of emotion-focused
coping as a trait by Nikolaev et al. (2020), that emotion-focused coping strategies can have
positive outcomes in certain situations. An explanation for the differences could be the
operationalisation of emotion-focused coping. While Nikolaev et al. (2020) described the trait
of emotion-focused coping as an avoidance strategy (meaning that entrepreneurs do not
actively engage in managing emotions), studies that analysed emotion-focused coping from a
non-habitual strategy perspective, described emotion-focused coping as self-compassion
(Engel et al., 2021) or as appraisals (Jenkins et al., 2014). While the latter two strategies
imply a rather active way of managing emotions, the avoidance of emotions is a rather passive
way of dealing with them, which can hence be seen as a less beneficial way of managing
emotions.

2.5 Contextual factors of entrepreneurial emotion management

Besides the different perspectives of entrepreneurial emotion management, the
framework in Figure 2 also highlights contextual factors, including macro- and meso-level
factors, individual factors, antecedents, and consequences. These contextual factors determine
the entrepreneurial emotion management process, as entrepreneurs’ experiences are
embedded within a complex web of environmental, organisational, and individual factors, that
also lead to a variety of potential antecedents and consequences of entrepreneurial emotion
management.

Within each research tradition of entrepreneurial emotion management, including
emotional intelligence, emotion regulation, and emotion-focused coping, scholars have
explored contextual factors with varying frequency. Table 2-2 offers a comprehensive
summary, showing the frequency with which these contextual factors were investigated across

each entrepreneurial emotion management concept.
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Table 2-2: Emotion management concepts in relation to contextual factors

Emotion management . . .
concepts Emotional Emotion Emotion- Total
intelligence regulation focused number of
Contextual coping articles
factors and emotion
management perspectives
Individual
Entrepreneurial ability 17 3 0 20
emotion
Trait 3 6 7 16
management
perspectives Situation-specific 0 g b 20
strategies
Environmental
5 4 7 16
conditions
Macro- and
Organisational
meso-level 4 7 7 18
predispositions
factors
Organisational
4 14 12 30
phase
Intrapersonal
10 9 15 34
perspective
Interpersonal
9 8 3 20
Individual perspective
factors Individual
12 11 15 38
predispositions
Relational
3 4 3 10
predispositions
Entrepreneurial events 7 10 15 32
Antecedents
Managed
7 10 16 33
emotions
Individual
14 13 16 43
outcomes
Consequences
Venture
6 7 3 16
outcomes

Note. This table displays the count of articles incorporating entrepreneurial emotion management concepts (i.e., emotional intelligence,
emotion regulation, and emotion-focused coping), and shows how many of these articles relate to the contextual factors and emotion
management perspectives (i.e., individual ability, trait, situation-specific strategies), identified as second-order themes in this review. Total

numbers of articles are not mutually exclusive.
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2.5.1 Macro- and meso-level factors

Entrepreneurs operate under extraordinary circumstances, involving macro- and meso-
level factors, which influence the emotion management process (see the top of Figure 2-2 and
left column of Table 2-2). As a macro-level factor, environmental conditions (n = 16)
encompass the culture or geographic area entrepreneurs operate in.

For example, Miao et al. (2018) conducted a meta-analysis that revealed a particularly
strong positive link between emotional intelligence and entrepreneurial intentions in cultures
oriented towards long-term objectives, which is because individuals in such cultures are more
inclined to focus on long-term goals, a characteristic often associated with entrepreneurial
ventures. Environmental conditions were also investigated by Schlaegel et al. (2021), who
explored environmental conditions by comparing the emotional intelligence levels between
entrepreneurs and non-entrepreneurs. Their findings showed significant differences in a
German entrepreneurial sample, unlike in the U.S. and Russian samples, indicating the
influence of environmental conditions on the capacity to manage emotions within
entrepreneurial contexts.

Focusing more narrowly on meso-level factors, specifically on organisational
predispositions (n = 18), Drnovsek et al. (2010) demonstrated that a venture’s capital
positively predicts entrepreneurs’ preference for emotion-focused coping over problem-
focused coping. Conversely, De Cock et al. (2020) found that a venture’s overall performance
affects whether entrepreneurs’ use of emotion regulation strategies decreases the likelihood of
venture survival.

Meso-level factors also encompass various organisational phases (n = 30), including
the initial founding phase, the growth phase, and potentially, the phase of failure. 24 studies,
however, especially in the emotional intelligence domain, did not specify the organisational

phase they are studying. In total, 13 studies broadly examined the impact of entrepreneurial
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emotion management on categories of entrepreneurial behaviour and performance outcomes,
such as success, or health outcomes, like wellbeing (Burch et al., 2013; Drnovsek et al., 2010;
Nikolaev et al., 2020) in a general growth phase. A smaller set of just five studies delved into
the nuances of the founding stage, investigating aspects such as the role of regret regulation in
nascent entrepreneurial activities (Hatak & Snellman, 2017) and the impact of emotional
intelligence on venture goal commitment (Treffers et al., 2018). Furthermore, twelve studies
shed light on the significance of entrepreneurial emotion management post-failure, focusing
on themes like learning from failure (Shepherd et al., 2009; Wei et al., 2019) and re-starting a
new venture (Hwang & Choi, 2021; Kauppinen et al., 2019).

In sum, the analysis, as also depicted in Table 2-2, reveals a common trend among
scholars across all three research traditions to treat entrepreneurs and their firms as a
relatively homogeneous group, often overlooking the nuances of specific environmental
conditions, organisational predispositions, and organisational phases. This approach limits a
comprehensive exploration of the varied experiences of entrepreneurs in managing emotions.
Our discussion on future research directions aims to bridge this gap by highlighting areas in
need of further investigation.

2.5.2 Individual factors

Research on entrepreneurial emotion management divides into intrapersonal and
interpersonal perspectives. Overall, as indicated in Table 2-2, the intrapersonal perspective is
more prominent than the interpersonal perspective. This is especially the case within the
emotion-focused coping realm, where scholars mostly adopt an intrapersonal view, focusing
on the individual entrepreneur, while only three studies took an interpersonal perspective. In
comparison, in the emotion intelligence (n = 9) and emotion regulation (n = 8) domain, the

interpersonal perspective is more prominent.
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The intrapersonal perspective, explored in 34 studies, examines how entrepreneurs
internally manage their emotions (Madrid et al., 2019). This includes exploring the impact of
emotional intelligence on entrepreneurial success (Ahmetoglu et al., 2011), and how emotion
regulation and coping strategies contribute to well-being and learning from failure (He et al.,
2018; Nikolaev et al., 2020).

Conversely, the interpersonal perspective, covered in 20 studies, investigates how
entrepreneurs manage their own or others’ emotions during interactions, for instance in teams
(Hmieleski & Cole, 2022; Ivanova et al., 2022), with external stakeholders (Burch et al.,
2013), or with subordinates (Sirén et al., 2020; Yin et al., 2020). This perspective
acknowledges that entrepreneurship impacts not only the founders but also their employees,
who share the venture’s inherent uncertainties and emotional challenges (Andersén, 2017), as
well as that entrepreneurs most of the time work together with other stakeholders. However,
the literature—especially in the emotional intelligence domain—often lacks specificity
regarding whose emotions (e.g., those of team members, subordinates, investors) are being
managed, broadly categorising them as “others”. This presents a gap in understanding the
targeted individuals of emotion management, a topic we will revisit in the future research
avenues.

The interpersonal perspective extends to managing emotions in front of others,
including suppressing negative emotions during challenges (Ivanova et al., 2022), or
influencing others’ emotions to motivate them (Huy and Zott, 2019; Cole et al., 2018). The
display of emotions can lead to the contagion of emotions, impacting observers’ attitudes and
behaviours (Barsade, 2002). A key consideration here is the authenticity of such emotional
displays, as genuine emotion management can foster positive outcomes like trust and
engagement, while inauthentic displays may have negative repercussions (Batchelor et al.,

2018; Burch et al., 2013). Despite its prominence in organisational behaviour research on
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inauthentic emotion management strategies, surprisingly, this area remains largely unexplored
empirically within entrepreneurial research, which represents a significant opportunity for
future investigation.

Distinguishing between intrapersonal and interpersonal perspectives also allows for
the examination of individual (n = 38) and relational (n = 10) predispositions. Individual
predispositions encompass entrepreneurial abilities (Ahmetoglu et al., 2011), resilience
(Corner et al., 2017), optimism (Engel et al., 2021), or general mental ability (Allen et al.,
2020), which are related to emotion management ability. Another factor on the individual
level is an entrepreneurs’ perceived role centrality, which has been shown to positively
influence the use of emotion-based coping rather than problem-focused coping (Drnovsek et
al., 2010). One noteworthy study explicitly highlighted the role of the entrepreneur’s gender
and showed that emotional intelligence can help women deal with the stereotype threat they
may face when founding (Zhang et al., 2022). Relational predispositions, on the other hand,
include factors such as team efficacy (Hmieleski & Cole, 2022) and team passion (Yin et al.,
2020), that have been shown to positively influence the entrepreneurial emotion management
process. However, despite these existing insights, research on relational predispositions
remains limited, highlighting a critical gap given the collaborative nature of entrepreneurship.
2.5.3 Antecedents

Entrepreneurs experience multiple events at work—with either short- or long-term
implications. These range from everyday situations, like navigating challenges (Drnovsek et
al., 2010) and dealing with stress (Thompson et al., 2020), to managing interpersonal conflicts
(Schonfeld & Mazzola, 2015; Yin et al., 2020). Much of the existing research, however,
delves into more critical incidents within the entrepreneurial journey, including business
failures or crises (He et al., 2018; Hwang & Choi, 2021; Jenkins et al., 2014; Ramli et al.,

2022; Shepherd et al., 2009). Specifically, the COVID-19 pandemic has brought forth novel
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work on emotionally laden events in the entrepreneurial context. For example, Ramli et al.
(2022) found that entrepreneurs conducted more emotional labour during the pandemic to
lead their employees through the crisis. As it can be seen in Table 2-2, it is striking that
scholars from the emotion regulation and emotion-focussed coping research traditions in
particular define which events they focus on, while emotional intelligence scholars often
leave open which situations of the entrepreneurial experience they aim to investigate.

As depicted in Figure 2-2, these events elicit emotional responses that can
significantly impact work attitudes and behaviours (Gross, 2015; Weiss & Cropanzano,
1996). As indicated in Table 2-2, 33 studies in total have specified the discrete emotion they
are studying. While 20 studies explored emotions ranging from fear of failure, anxiety, regret,
sadness, grief, anger, frustration, to envy, there is a notable gap in the differentiation of these
emotions in the literature, as 13 studies only referred to negative or stressful emotions, and 21
studies did not specify at all whether they were examining negative, positive, or even more
nuanced emotional states.

As depicted in Table 2-2, a general approach to studying emotions is particularly
prevalent in research on emotional intelligence and emotion regulation, with only 7
(emotional intelligence) and 10 (emotion regulation) studies focusing on discrete emotions.
Other scholars from these traditions state, albeit often only implicitly, that they are interested
in the process of managing emotions that are undesirable or disruptive to the entrepreneurial
process (Burch et al., 2013; Drnovsek et al., 2010), which implicates that negative emotions
are of interest in their studies—however, they do not further differentiate them. An exception
lies within the domain of emotion-focused coping, where specific emotions like grief (Corner
et al., 2017; Jenkins et al., 2014; Kauppinen et al., 2019; Shepherd, 2003) or fear (Engel et al.,

2021; Hwang & Choi, 2021; Stroe et al., 2020) are studied in a total of 16 articles.
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With regard to positive emotions, we already know from other work contexts (e.g.,
police officers) that it is theoretically and practically possible to manage (i.e., to
downregulate) positive emotions (Gross, 2015). Although there is no example of positive
entrepreneurial emotion management in this systematic integrative review, a potential use
case for research in the entrepreneurial context could be that entrepreneurs manage their
positive emotions to appear more serious in negotiations—which could be explored from both
an ability and a strategy perspective. We will discuss this further in the future research
avenues.

2.5.4 Consequences

Finally, the consequences of entrepreneurial emotion management can be
differentiated by individual (n = 43) and venture (n = 16) outcomes. At the individual level,
research has explored a broad spectrum of outcomes, ranging from effects on personal
attitudes, behaviours, and well-being to intentions for future entrepreneurial engagement.
Within the emotional intelligence domain, studies have predominantly focused on its
influence on broader aspects like perceived entrepreneurial success (Allen et al., 2020;
Chirania & Dhal, 2018; Zhou & Bojica, 2017) and entrepreneurial performance and
achievements (Ahmetoglu et al., 2011). Conversely, research through the lens of emotion-
focused coping has mainly delved into psychological impacts, including personal well-being
(Drnovsek et al., 2010; Nikolaev et al., 2020) and stress reduction (Eager et al., 2019;
Schonfeld & Mazzola, 2015). Emotion regulation studies have examined a range of outcomes,
from emotional and attitudinal changes to behavioural shifts like learning from failures (He et
al., 2018; Shepherd, 2003; Shepherd & Cardon, 2009; Wei et al., 2019), and improving
entrepreneurial performance (Li et al., 2021). Interestingly, only four studies specifically
addressed changes in emotions as a result of entrepreneurial emotion management (Brooks et

al., 2019; Jenkins et al., 2014; Patzelt & Shepherd, 2011; Stroe et al., 2020), suggesting an
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opportunity for further research to first investigate emotional changes and then assess
subsequent attitudinal or behavioural adjustments (Weiss & Cropanzano, 1996).

Research on outcomes at the venture level is much more limited, which is, as depicted
in Table 2-2, evident across all research traditions. Extant research has looked at outcomes
such as team collaboration (Cole et al., 2018), venture survival (De Cock et al., 2020), leader
emergence (Sirén et al., 2020), and team innovation performance (Yin et al., 2020). These
studies highlight the broader impact of entrepreneurial emotion management, suggesting that
an entrepreneur’s ability to manage emotions can influence the success of their team and
venture. The underlying assumption is that entrepreneurial emotion management directly or
indirectly (through mechanisms like interpersonal processes) affects performance and success
(Ingram et al., 2019).

Across all research traditions—emotional intelligence, emotion regulation, and
emotion-focused coping—scholars place emphasis on the positive impact of effective emotion
management. De Cock et al. (2020) provided a notable exception, indicating that habitual
emotion regulation strategies, such as suppression and reappraisal, reduce the likelihood of
venture survival. This finding introduces a critical perspective on the potential drawbacks of
entrepreneurial emotion management, warranting further exploration in this area.

2.6 Future research avenues

As the systematic integrative review of current literature on entrepreneurial emotion
management has illustrated, there are still unanswered questions both within emotion
management perspectives and their interconnections as well as the varied attention given to
contextual factors. Notably, the frequency with which these contextual factors are
investigated across the different emotion management concepts reveals significant disparities.
Based on the insights from Table 2-2 and the preceding discussion, we have identified areas

that are under-researched and in need of further investigation.
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2.6.1 Research avenue #1: Entrepreneurial emotion management perspectives

Integrating studies on emotion management, including those focused on emotional
intelligence, emotion regulation, and emotion-focused coping, allows us to examine
entrepreneurial emotion management from various perspectives: as an entrepreneur’s
individual ability, a trait, or situation-specific strategies. We have identified research gaps
within each of these perspectives, as well as in their interrelationships.

Regarding the ability perspective, emotion management has been highlighted as
particularly crucial and beneficial for entrepreneurs (Cross & Travaglione, 2003; Humphrey,
2013). However, it is important to note that most studies in this review relied on self-report
measures to assess entrepreneurial emotion management ability (Miao et al., 2018). However,
a recent study suggested that entrepreneurs may sometimes overestimate their abilities, which
can skew their judgments (Singh, 2020). This overestimation could also impact their self-
assessment of emotion management ability. Thus, incorporating objective measures, such as
evaluations by team members, could provide a clearer understanding of the ability perspective
and its relationship to entrepreneurial success.

Our review also indicates a lack of empirical evidence on the effectiveness of
situation-specific strategies. While the importance of identifying appropriate strategies for
entrepreneurs has been recognised in qualitative and conceptual studies, only seven studies
have examined specific strategies and their efficacy quantitatively. This gap is significant
because the use and impact of entrepreneurial emotion management strategies are likely to
vary. Research in the broader organisational context has shown that individuals employ a
variety of strategies in specific situations (Scott et al., 2012). This variability is particularly
pertinent in the unpredictable entrepreneurial environment, where entrepreneurs must

continually adapt to new circumstances without standard procedures (Baron, 2008).
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Our review also highlights a significant knowledge gap regarding the interplay
between these perspectives, especially the impact of emotion management ability on the
choice of specific strategies. This limitation is apparent not only in the entrepreneurial sphere
but also in the broader organisational domain (Megias-Robles et al., 2019). Initial efforts in
the organisational literature have already started to bridge emotional intelligence and emotion
management, conceptualising emotional intelligence as a potential influencing factor in
adopting more effective emotion management strategies, such as preferring authentic over
inauthentic strategies (Gabriel et al., 2023; Grandey & Melloy, 2017). Therefore, future
research should investigate the implications of general emotion management ability for
entrepreneurial behaviour, specifically whether it predicts the use of certain trait-level or
situation-specific strategies (e.g., on the daily level), and, in turn, which strategies reflect a
high emotion management ability. Additionally, it would be beneficial for theoretical
advancement to explore whether entrepreneurs learn from employing various strategies and
how this learning affects their emotion management ability in the long term (O’Shea et al.,
2017).

2.6.2 Research avenue #2: Macro- and meso-level factors

As we have shown in this review, previous research has already revealed that different
macro- and meso-level factors influence entrepreneurial emotion management. However, as
also displayed in Table 2-2, only 16 articles shed light on environmental conditions, and 18
articles specified organisational predispositions as contextual factors potentially influencing
entrepreneurial emotion management. At the same time, the studied variables remain at a
rather general level. While environmental conditions predominantly include cultural or
geographical variables, organisational predispositions encompass very general variables, such
as the firm’ age, capital or performance (De Cock et al., 2020; Drnovsek et al., 2010). Future

research could therefore focus on influencing factors that are associated more directly with
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outcomes on emotional experiences. As one crucial influencing factor, the culture or
geographic areas entrepreneurs operate in were defined (Lin et al., 2018; Miao et al., 2018;
Schlaegel et al., 2021). Culture, however, could also be explored at the venture level as an
organisational predisposition. For example, an emotion-oriented firm culture could foster the
engagement in different emotion management strategies, or the ability of ventures’ members
to manage their emotions. Burch et al. (2013) assume that, in the entrepreneurial context,
display rules of emotions might prescribe the expression of genuine emotions rather than the
upregulation of emotions as the “cultural” norm in traditional organisational contexts. This
assumption remains underexplored in the entrepreneurial context, and the investigation of
appropriate emotional displays would be a fruitful path for future research.

Furthermore, research could explore more specific organisational phases to identify
the significance and the peculiarities of entrepreneurial emotion management in those phases,
a void that is particularly evident in the emotional intelligence domain. Extant literature that is
part of this review either focused on a general growth phase (n = 13), did not define the
certain organisational phase at all (n = 24), or focused on the time after failure (n = 12).
However, it is an important future research avenue to specifically investigate the time during
founding and nascent venture development, which was studied in only five articles so far.
Those times may be especially challenging or stressful for entrepreneurs with potential events
that could evoke negative emotions—for example, project setbacks which could influence
team dynamics in the formation of teams or the initiation of business with new customers,
investors, and partners. Research in the context of nascent venture formation could hence
examine how entrepreneurs can best deal with these challenges with the support of emotion
management, and how entrepreneurs can use their emotional knowledge and acquired abilities

for later stages of their entrepreneurial endeavours.
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2.6.3 Research avenue #3: Individual factors

In this review, and as visualised in Table 2-2, we show that extant research
distinguishes between an intrapersonal (n = 34) and an interpersonal (n = 20) approach to
entrepreneurial emotion management, and that the latter received less attention so far (De
Cock et al., 2020; Madrid et al., 2019). To date, studies in entrepreneurship, especially those
employing quantitative methods, have largely concentrated on the intrapersonal perspective,
often under the “lone founder” narrative (Cooney, 2005). Yet, the way entrepreneurs manage
emotions not only affects them but also impacts the behaviour of venture members, which is
crucial for a venture’s performance and survival (De Cock et al., 2020).

Scholars in the wider organisational field have already recognised the need to explore
the interpersonal aspects of emotion management, noting its significance in fostering positive
work relationships (Troth et al., 2018). Within the entrepreneurial sphere, the interpersonal
aspect has been mainly examined through the lens of emotional intelligence (n = 9) so far,
examining the general ability to manage others’ emotions (Miao et al., 2018). However, it still
remains to be determined if emotion management ability yields positive effects for employees
and other stakeholders beyond the entrepreneurs themselves, as extant studies mostly did not
specify the stakeholders they are interacting with, and did not focus on how emotion
management contributes to these interactions and potential relational outcomes. This gap is
pivotal, as entrepreneurs interact with a variety of stakeholders, including employees,
investors, and customers, and understanding how and when emotion management ability
contributes to constructive, lasting relationships is essential (Burch et al., 2013).

The exploration of interpersonal emotion management strategies, whether as a trait or
through situation-specific strategies, is also still emerging. It is clear that displayed emotions
affect others (Barsade, 2002), such as team members, or external stakeholders, such as

investors (Burch et al., 2013). Investigating how managing emotions like passion or anxiety in
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interactions with team members or investors might influence relational dynamics, potentially
fostering trust or causing rejection, presents a compelling research opportunity. This could be
especially interesting with regard to leadership behaviour, as entrepreneurial leaders play a
key role in setting emotional norms and behaviours for themselves and their teams (Batchelor
etal., 2018; M. D. Ensley et al., 2006). For example, research could further examine how
entrepreneurial leaders can model emotional behaviour to guide their teams. By proactively
considering entrepreneurial emotion management as a key resource for success, there is
potential to better prepare employees for emotionally charged situations, reducing reliance on
detrimental strategies like emotion suppression or inauthentic displays (Burch et al., 2013;
Ivanova et al., 2022). Furthermore, a closer examination of the interrelationship between
intra- and interpersonal perspectives could lead to a more holistic understanding. For
example, dyadic studies could be conducted to examine various stakeholders’ perspectives
(e.g., a venture’s leader and subordinate experiences) to gain more insights into the role of
emotion management for relational consequences.
2.6.4 Research avenue #4: Antecedents

The antecedents of entrepreneurial emotion management encompass both triggering
events and the resultant emotions. As depicted in Table 2-2, a significant portion of the
literature (n = 32) identified events that necessitate emotion management, with a remarkable
exception of studies from the emotional intelligence domain (n = 7). The focus on concrete
events is crucial since the effectiveness of certain strategies and the importance of emotion
management ability may vary based on the emotional intensity or personal relevance of the
events, and on whether emotions are managed internally or during interactions with others
(e.g., managing anger resulting from a project setback might differ when entrepreneurs are

alone compared to when they are with others).
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However, similar to the exploration of macro- and meso-level factors, research on
specific events remains nascent, often addressing broadly defined events (e.g., generalised
obstacles). Future research could thus broaden the range of events examined and include a
temporal dimension. Not all emotion management strategies are appropriate in every context.
For instance, while suppressing anger might be effective in the short term, like when trying to
meet a deadline, it could be harmful to long-term well-being (Gabriel et al., 2023).

Communication mode emerges as another situational factor worth investigating. The
growing trend of entrepreneurs communicating with their employees and investors via digital
channels opens new avenues for research. This shift towards digital communication, as also
recently suggested by Gabriel et al. (2023), introduces fresh queries into emotion management
studies, such as the ways interpersonal emotion management can enhance investor relations in
a predominantly digital environment, and how the dynamics of emotion management might
differ in founder teams that collaborate mainly online.

With regard to investigated emotions, 34 studies in this review have identified the
emotions being managed, but 13 of them have focused on “negative” emotions without
distinguishing among specific emotions. 21 studies have not defined the targeted emotions at
all. Given that emotions can have different meanings across situations (Ashkanasy & Dotris,
2017; George & Zhou, 2002), future research could delve deeper into the management of
distinct emotions like fear, anger, or irritation, which might uncover nuances in the experience
and effective management of various negative emotions. Additionally, managing positive
emotions, which is theoretically feasible (Gross, 2015) could also be pertinent in the
entrepreneurial setting. There may be circumstances where it is advantageous for
entrepreneurs to down-regulate positive emotions, especially when a more rational and
analytical approach is required. Existing research has indicated that even passionate emotions

can be detrimental (de Mol et al., 2020), suggesting an area of exploration into whether
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entrepreneurs might benefit from moderating their passion in situations that demand a more
reasoned response.
2.6.5 Research avenue #5: Consequences

Regarding the consequences of entrepreneurial emotion management, research has
predominantly focused on outcomes at the individual rather than the venture level, as
evidenced in Table 2-2. While this is not surprising, given the psychological nature of
emotion management, existing studies on outcomes at the venture level have yielded
intriguing findings, demonstrating that emotion management is not solely crucial for
individuals but also carries significant implications for the long-term economic success of
entrepreneurial businesses. Therefore, it is vital for future research to incorporate this venture-
level perspective into their studies. Given the critical reliance of entrepreneurial ventures on
innovation (Williamson et al., 2022), one possible research direction would be to examine
how the extent of emotion management ability of leaders or within (founding) teams and the
effective use of emotion management strategies can predict the innovativeness of a venture.

With regard to the individual level, this review reveals that the majority of existing
research on entrepreneurial emotion management has examined very broad individual
outcomes, consistently across all research traditions, with a focus mainly on cross-sectional
and trait-level analyses of potential consequences. Three key points emerge from this
observation:

First, many studies overlook the emotional mechanisms at play when assessing
consequences. Surprisingly, research has only sporadically considered changes in experienced
emotions as a potential consequence of entrepreneurial emotion management (n = 4). This gap
in the literature is significant, as changes in emotions can predispose attitudes and behavioural
outcomes (Weiss & Cropanzano, 1996). Experimental methods could offer valuable insights

into the relationship between emotions, entrepreneurial emotion management, and their
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attitudinal and behavioural effects by examining the changes in emotions as the foundational
mechanism linking emotion management and its consequences.

Second, given that emotion management is a daily occurrence, with likely variations
in intensity and chosen strategies, an important area for future investigation is the daily
consequences of entrepreneurs’ emotion management. Although exploring “extreme” events
appears apt for the entrepreneurial setting, entrepreneurs encounter challenging and emotional
situations daily. Research into how emotion management by entrepreneurs affects daily
behaviours, such as creativity, proactive work behaviour, or well-being, or relationships with
others (e.g., leader-subordinate relationships) would provide fruitful insights.

Third, the majority of research highlights the positive outcomes for entrepreneurs and
their firms. Beyond studies rooted in the coping tradition, which suggest that problem-focused
approaches are generally more advantageous than emotion-focused strategies (Nikolaev et al.,
2020), the domains of emotion regulation and emotional intelligence predominantly view
emotion management as beneficial for entrepreneurs. Nevertheless, research in other
organisational contexts has also illuminated the potential drawbacks of emotion management,
such as the risk of health impairment due to strenuous emotion management efforts (Grandey
& Melloy, 2017), a factor that could be crucial for entrepreneurial success or failure. This
aspect has yet to be thoroughly explored in the entrepreneurship domain (O’Shea et al., 2017).
Another consideration is the authenticity, or lack thereof, of displayed emotions that do not
align with an individual’s genuine feelings (Batchelor et al., 2018), and could lead to mistrust
among observers (Grandey & Melloy, 2017). For example, expressing anger during project
challenges could elicit negative responses from the team, whereas concealing anger might
only be advantageous if done authentically—which, in turn, is dependent on the individual’s

emotion management ability. In sum, the entrepreneurial setting offers numerous
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opportunities to investigate the consequences of emotion management and to offer a more
balanced perspective on the advantages and disadvantages of emotion management.
2.7 Conclusion

Against the background of the multitude of potential emotional events in the
entrepreneurial context, understanding both theoretically and practically how entrepreneurs
can respond to unwelcome emotions to attain their entrepreneurial activities is a high research
priority (Frese & Gielnik, 2023). At the same time, by applying different concepts, the
literature on entrepreneurial emotion management remains fragmented. By integrating the
research streams on emotional intelligence, emotion regulation, and emotion-focused coping,
we provided a comprehensive picture of existing research on emotion management in the
entrepreneurial context.

As the examination of the identified themes— entrepreneurial emotion management
perspectives, macro- and meso-level factors, individual factors, antecedents, and
consequences—has shown, the research traditions share some commonalities in their research
approaches, but also differ in whether they view the contextual factors of entrepreneurial
emotion management as general dimensions or from more specific and diverse perspectives,
which in turn calls for further research.

First, as we have shown in this review, the three research streams emotional
intelligence, emotion regulation, and emotion-focused coping adopt different perspectives
when considering entrepreneurial emotion management from an ability, trait, or a strategy
perspective. While emotional intelligence is conceptualised as an entrepreneurial ability or
trait, emotion regulation is examined from all three perspectives, and emotion-focused coping
is studied as a trait or a strategy. However, our knowledge is still limited in terms of
quantitative evidence regarding beneficial strategies used to manage emotions as well as the

interrelationship between the three perspectives.
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Second, our systematic integrative review has shown that scholars in all three research
traditions treat entrepreneurs (and their firms) mainly as a homogeneous mass in terms of the
macro- and meso-level factors studied, without delving deeper into the specific environmental
conditions, organisational predispositions, and organisational phases.

Third, with regard to the individual factors, there are already attempts to examine
entrepreneurial emotion management not only from an intrapersonal, but also from an
interpersonal perspective, particularly in the research areas of emotional intelligence and
emotion regulation. However, there are only few studies that have empirically measured and
tested the interpersonal lens from both ability and strategy perspectives, and which specified
whose emotions are being managed.

Fourth, with respect to the antecedents of entrepreneurial emotion management,
research traditions differ in whether they examine specific emotions (e.g., fear) managed
during particular entrepreneurial events (e.g., failure) or whether they leave the analysis at a
more general level. In particular, scholars from the emotional intelligence tradition tend to
examine broadly defined emotions and often do not specify situational contexts, whereas both
the emotion regulation and emotion-focused coping traditions are more specific about which
emotions are examined and during which specific events. However, there is still room for
more detailed considerations of various discrete emotions that occur in the entrepreneurial
life.

Fifth, our review has shown that all three examined research traditions tend to look at
broad consequences of entrepreneurial emotion management. We have identified that while
individual-level outcomes of emotion management have received considerable attention,
venture-level outcomes are less explored, yet hold significant potential for understanding the
broader impact on entrepreneurial success. With regard to individual outcomes, our review

underscored the importance of daily emotion management practices and their influence on
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key entrepreneurial outcomes such as creativity, and highlighted the necessity of balancing
the beneficial aspects of emotion management with its potential drawbacks, such as the risks
associated with inauthentic emotional displays and the physical and psychological costs of
continuous emotion management (Gabriel et al., 2023).

In conclusion, this systematic integrative review has illuminated the multifaceted landscape of
entrepreneurial emotion management. In advancing this field, it is imperative that researchers
and practitioners alike recognise the pivotal role of emotion management in entrepreneurship
and its contextual factors, as it not only influences the well-being and performance of

individuals, but also shapes the success of entrepreneurial ventures.
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3. Employee reactions to leader emotional display strategies in a crisis situation? (Essay

1))

Abstract

During a crisis, leaders experiencing fear have to decide whether to reveal or regulate
their emotions. Drawing on the emotions as social information (EASI) model and employing
an experimental vignette study (n=159) in the context of a young firm’s crisis, we compare
employee reactions (i.e., employee affect, job engagement, and affective commitment) to
different leader emotional display strategies, namely, deep acting, surface acting, and genuine
emotions. Compared with a leader’s genuine emotions (i.e., display of fear), surface acting
increased negative affect, whereas deep acting reduced negative affect. With regard to the
total effects of our mediation model, surface acting negatively influenced employee job
engagement and affective commitment, whereas deep acting surprisingly showed no
differences to the display of genuine emotions. Our findings indicate that leaders who
experience fear may consider revealing this genuine emotion during a crisis rather than

engaging in potentially inauthentic emotion regulation strategies.
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3.1 Introduction

In times of crisis, employees look to their leaders for guidance and direction, which
makes appropriate leader behavior particularly crucial (Madera & Smith, 2009; Slaughter et
al., 2021). Against the background of economic crises, such as the COVID-19 pandemic,
which particularly put nonestablished firms in difficult positions (Kuckertz et al., 2020),
leaders find themselves in the position of having to lead their employees despite their own
challenging situations (Humphrey et al., 2008). Even though leaders of young firms are often
characterized as being optimistic in uncertain situations (Hmieleski & Baron, 2009),
individual reactions to crises vary (De Clercq & Pereira, 2022), and leaders are not immune to
negative emotions, such as fear (Dasborough & Scandura, 2021). As leaders’ emotions
potentially impact employee reactions, the question arises as to which leader emotional
display strategy would be the most advisable to implement in a crisis situation (Batchelor et
al., 2018; Fisk & Friesen, 2012).

Although organizational crises are inherently emotional, research on leadership during
crisis has so far predominantly focused on behavioral and cognitive approaches (Wu et al.,
2021), which has brought forth recommendations for advisable leader attitudes and traits (e.g.,
empathy and compassion) (e.g., Konig et al., 2020), and leadership styles (e.g.,
transformational leadership) (e.g., Sommer et al., 2016). Regarding the emotional component
of leader behavior during crisis, however, research is relatively scarce (Wu et al., 2021). One
well-known research strand in leadership theory centers on emotional intelligence, that is, the
individual ability to regulate own and others’ emotions (Salovey & Mayer, 1990), a crucial
ability for leaders to decide on appropriate and beneficial strategies with regard to employee
reactions (Dasborough et al., 2021). However, not every leader might be adequately equipped
with this ability by nature (Gardner et al., 2009), and there is limited knowledge on which

explicit emotional display strategy might be most emotionally intelligent in crisis situations.
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Two forms of emotion regulation strategies are deep acting (i.e., making an effort to
display positive emotions) and surface acting (i.e., showing positive emotions that are not
really felt) (Grandey, 2003; Hochschild, 1983). The alternative to regulating emotions is the
display of genuine emotions (Ashforth & Humphrey, 1993; Diefendorff et al., 2005), and
which, in a crisis context, could be the display of fear.

A leader’s choice between either regulating emotional displays or revealing genuine
emotions in front of employees in a crisis situation resembles a tradeoff. Extant research
generally postulates that leaders should spread positive emotions during crisis (Belkin &
Kong, 2021) to radiate confidence and optimism among employees, which could be achieved
by engagement in emotion regulation (Humphrey et al., 2015; Humphrey et al., 2008).
However, emotion regulation strategies differ in their effectiveness: Existing studies show
that observers generally perceive a leader’s deep acting as authentic, which in turn increases,
for instance, employees’ organizational commitment (Moin, 2018). At the same time,
research also points to the negative consequences of emotion regulation (Grandey & Melloy,
2017)—for instance, when emotions are only superficially regulated by surface acting (Fisk &
Friesen, 2012). Still, research on the benefits and detriments of deep and surface acting is
inconsistent, as other studies show that hoth deep and surface acting are negatively related to
employees’ attitudes (Batchelor et al., 2018) and that infrequent surface acting can also have
positive effects on followers’ performance (Wang & Seibert, 2015).

Alternatively, leaders could choose to reveal their genuine emotions in a crisis, for
example, their fear. The revelation of fear can be seen as an embodiment of authentic
behavior (Luthans & Avolio, 2003), as authentic leaders are characterized by the genuineness
in their emotional expressions (Ilies et al., 2013). Employees could perceive the display of
genuine emotions as a trustworthy and transparent behavior in a crisis situation, as leaders

share their inner and true feelings (Ilies et al., 2005). However, previous research assumes that
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a leader’s authentic display of fear during crisis could trigger negative emotions and
discouragement among employees, which could negatively impact employees’ attitudes and
behaviors (Humphrey, 2012), resulting in a negative emotional spiral within a firm (Barsade,
2002).

Considering the possible downsides of the described strategies, the question of which
emotional display strategy might be most advisable for leaders in the context of a crisis
remains (Batchelor et al., 2018; Fisk & Friesen, 2012). To approach this question, we employ
an experimental pre-post design with a hypothetical crisis scenario, utilizing the COVID-19
crisis as an example for an external threat. In our scenario, we specifically focus on a young
firm, because we intend to examine a highly emotionally laden context, which can be found in
the setting of young firms (Burch et al., 2013). Drawing on the emotions as social information
(EASI) model (van Kleef, 2009), we explore employees’ reactions, specifically their job
engagement and affective commitment, mediated by their affective responses.

Our study has the following contributions. First, our findings provide novel insights
into the role of genuine emotions as an alternative to deep or surface acting (Humphrey et al.,
2015), thereby providing a more comprehensive picture of emotional display strategies than
previous studies in the leadership context, which only focused on deep and surface acting (see
Batchelor et al. (2018) as an exception). Furthermore, to the best of our knowledge, our study
is the first attempt to compare the consequences of the three leader emotional display
strategies in the specific context of a crisis. As emotions imply distinct meanings under
different circumstances (George & Zhou, 2002), it is crucial to investigate discrete emotional
displays in specific contexts (Batchelor et al., 2018; Grandey & Melloy, 2017). We therefore
focus on a leader’s fear as one potential negative genuine emotion that can occur during

crisis, and we aim to disentangle the tradeoff between the three emotional display strategies.
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Second, we expand research on the underlying mechanisms of employees’ reactions to
leaders’ emotional display strategies. Most existing studies start from the implicit premise that
leaders’ expressed emotions are genuine and employees automatically adopt those emotions
(Wang & Seibert, 2015)—but research on the impact of leaders’ regulated emotions is still
scarce. The few existing studies investigated the direct effects of leaders’ emotional displays
on employees’ reactions, by implicitly arguing with underlying affective mechanisms
(Batchelor et al., 2018; Moin, 2018; Wang & Seibert, 2015), but not explicitly testing them as
mediating mechanisms. To deepen our understanding of explanatory factors of the complex
relationship between leaders’ emotional displays and employees’ reactions, we investigate the
mediating mechanism of employees’ induced affect as a precondition for employees’ job
engagement and affective commitment.

Third, our experimental vignette study extends literature on the emotional component
of leadership during crisis, thereby responding to recent calls by scholars who emphasized the
importance of incorporating the emotion regulation lens with regard to leader behavior (e.g.,
Wu et al., 2021). By exploring the benefits and detriments of the different leader emotional
display strategies, we provide tangible implications for both leadership theory and practice.
Furthermore, we embed our study results in two established research streams in the leadership
domain, namely, leader emotional intelligence (Salovey & Mayer, 1990) and authentic
leadership (Luthans & Avolio, 2003). Our findings result in recommendations for a leader’s
emotionally intelligent behavior to achieve favorable employee reactions in a crisis situation,
and we discuss the important component of authenticity with regard to advisable emotional
displays.

3.2 Theoretical background
Leader emotional displays during crisis can have far-reaching and long-term effects on

employee attitudes and behaviors (Dasborough & Scandura, 2021)—especially during an



3. Employee reactions to leader emotional display strategies in a crisis situation (Essay 1I) 73

external threat, which leads to feelings of belongingness between leaders and employees
(Breugst et al., 2020), and during which employees are particularly dependent on their leaders
for guidance (Madera & Smith, 2009). We conduct our experimental study using the example
of nonestablished, young firms, because they operate in a highly emotional and uncertain
environment (Cacciotti & Hayton, 2015), where external threats, such as the COVID-19
pandemic, are particularly precarious for the firm and employees’ jobs (Kuckertz et al., 2020),
making employees’ job engagement and affective commitment crucial. At the same time,
young firms with few employees provide a context with direct leader—employee relationships,
in the sense that organizational leaders are key figures for employees, in contrast to a
“distant” CEO as in more established organizations (Michael D. Ensley et al., 2006). This, in
turn, makes leaders’ emotional displays potentially more influential, and their appropriate
behavior especially important.
3.2.1 Leaders’ emotional display strategies during crisis

Research postulates that leaders should align their emotional behavior to certain
contexts, such as a crisis, which embodies a leader’s ability to regulate emotions (i.e., as a
subdimension of emotional intelligence), which in turn should lead to positive employee
outcomes (Dasborough et al., 2021; Salovey & Mayer, 1990). In crisis contexts, extant
literature generally suggests displaying positive emotions as being most advisable for leaders,
because employees potentially adopt these positive emotions that may lead to beneficial
outcomes in uncertain situations, namely, confidence, optimism, resilience, and the ability to
cope with a situation (Fredrickson, 2001; Humphrey et al., 2015; Humphrey et al., 2008).

At the same time, leaders may be struggling with the same negative emotions as their
employees during crisis (Humphrey et al., 2008), which puts them in the position of either
having to regulate their emotions or revealing their genuine emotions (e.g., their fear).

Negative emotions are not always harmful, as they can potentially lead to support and
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motivation (Madera & Smith, 2009). However, in a crisis context, extant literature suggests
that a leader’s display of negative emotions has detrimental effects on employees, because
they potentially adopt these emotions, which may limit their personal resources (Fredrickson,
2001) and their performance (Humphrey et al., 2008).

Emotion regulation research to date has predominantly focused on a leader’s deep and
surface acting (Fisk & Friesen, 2012; Moin, 2018; Wang & Seibert, 2015), whereas the
alternative strategy of displaying genuine emotions remains underexplored (Batchelor et al.,
2018). Deep acting is the effort to really engage in a certain emotion and modify felt emotions
(Grandey, 2003). Surface acting, on the other hand, is the superficial adjustment of
emotions—meaning that displayed emotions are not really felt (Ashforth & Humphrey, 1993;
Grandey, 2003). Existing research demonstrates that observers are able to recognize different
forms of emotion regulation and detect if emotions are only regulated superficially (i.e., by
surface acting) or if someone really tries to engage in a certain emotion (i.e., by deep acting)
(Diefendorff et al., 2005; Fisk & Friesen, 2012; Grandey, 2003). As an alternative to engaging
in emotion regulation, individuals have the option to show their spontaneous, genuine
emotions (e.g., their fear), which is defined as the natural way of expressing emotions and
hence the congruency between felt and shown emotions (Ashforth & Humphrey, 1993;
Diefendorff et al., 2005; Mesmer-Magnus et al., 2012).

While extant research reveals that individuals high in (self-rated) emotional
intelligence generally prefer deep over surface acting (Mesmer-Magnus et al., 2012), studies
with objectively measured emotional intelligence show that individuals high in that ability use
both deep and surface acting across different situations (Grandey & Gabriel, 2015). At the
same time, there is little knowledge on the effects of displaying genuine emotions as an

alternative to deep and surface acting (Batchelor et al., 2018; Fisk & Friesen, 2012), and it is
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unclear which emotional display strategy is most beneficial and, thus, emotionally intelligent
in a crisis situation.
3.2.2 Leaders’ emotional displays as information for employees

We explore the effects of a leader’s emotional display on employees by drawing on
the EASI model that specifies both affective and inferential processing of emotional displays
by observers, which in turn influence their attitudes and behaviors (van Kleef, 2009). Whereas
the affective path accounts for a transfer of emotions, the inferential path indicates that
emotions contain information, which observers cognitively process (van Kleef, 2009; Wang
& Seibert, 2015). This inferential processing is especially relevant in a crisis, as employees
look to their leaders for information on how to interpret uncertain situations (Pescosolido,
2002). Hence, following the EASI model, employees may be influenced not only by the
positive or negative emotions that are displayed by their leader but also by the concomitant
information, that is, zow emotions are displayed (van Kleef, 2009).

In the emotion regulation literature, scholars point out that the different emotional
display strategies differ in their perceived authenticity by observers (Fisk & Friesen, 2012;
Gardner et al., 2009). Observers commonly perceive deep acting as a more authentic strategy
than the rather superficial strategy of surface acting, but the most authentic form of showing
emotions is the display of genuine emotions (Gardner et al., 2009). Authenticity, in turn,
forms an essential part of leader behavior, as the congruency of a leader’s values, goals, and
emotions commonly leads to various positive outcomes (Luthans & Avolio, 2003). Authentic
leaders are more genuine in their emotional expressions (Ilies et al., 2013), and studies show
that authentic leadership has positive outcomes on perceived leader effectiveness (Ilies et al.,
2013), and trust in the leader (Gardner et al., 2009). We follow the argumentation of extant
literature that the authenticity of emotional displays plays a crucial role in employees’

perceptions and, thus, in their inferential processing (van Kleef, 2009), which we will
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elaborate on in the following hypothesis development. At the same time, we will question the
reasonableness of negative emotional authenticity (i.e., display of fear) in the specific context
of a crisis, as this could potentially lead to negative affective, attitudinal, and behavioral
employee reactions (Dasborough & Scandura, 2021; Fisk & Friesen, 2012; Humphrey et al.,
2008).
3.2.3 Hypothesis development

In our study, we compare the three leader emotional display strategies and subsequent
employees’ reactions by specifically focusing on a leader’s initial communication of an
emerging crisis. Based on the rationale that displayed emotions can induce changes in
observers’ affect (Hennig-Thurau et al., 2006), we suggest that a leader’s emotional display
leads to changes in employees’ positive and negative state affect, which subsequently

influences their affective commitment and job engagement (see Figure 3-1).

Figure 3-1: Conceptual research model

Employees’ anticipated behaviors and

Leader’s tional display strateg Empl s> affect .
eader’s emotional display strategy mployees’ affec attitudes

Positive
affect (t1)
Positive
affect (12)

Deep acting
(Reference category:
display of fear)

Job
engagement

Surface acting
(Reference category:

display of fear) H2b+

\ Affective
commitment

Deep acting H3b -
(Reference category: f——-— |
surface acting)

Negative
affect (t2)
Negative
affect (t1)

Note. Employees’ positive affect and negative affect (t1) were measured after participants read the hypothetical crisis scenario before they

were randomly assigned to one of the three vignettes.
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We incorporate deep acting and surface acting as two strategies for displaying positive
emotions, and we compare them to our designated reference category, genuine emotions (i.e.,
display of fear).

First, we expect a leader’s deep acting to evoke positive affective reactions in
employees in comparison to our reference category, a leader’s genuine emotions (i.e., display
of fear). Previous studies have shown that the effort of displaying a positive emotion by deep
acting has positive implications for observers’ affective reactions (Hennig-Thurau et al.,
20006), because individuals engaging in deep acting try to align their inner feelings and
outward expressions (Brotheridge & Lee, 2003; Mesmer-Magnus et al., 2012). Thereby, they
create a sense of perceived authenticity (Hennig-Thurau et al., 2006), which will assure
employees that the shown positive emotions are real, and which will act as a mechanism for
employees to adopt these positive emotions. Moreover, employees will inferentially judge the
leader’s emotional display and interpret the authentic positive emotions as a signal for
opportunity and hope and as an indicator that there is no need to worry (Humphrey, 2012;
Nifadkar et al., 2012). Employees are also likely to appreciate the leader’s effort to spread
positive emotions (Levine & Wald, 2020), which signals employees that the leader values
them (Moin, 2018).

In comparison, we expect the display of fear to have opposite effects on employees’
affect. Employees perceive genuine emotions as even more authentic than deep acting, so that
employees will fully trust and believe the leader’s emotional display (Gardner et al., 2009). At
the same time, employees will interpret the leader’s display of fear as a signal on how to
evaluate the crisis situation and adopt this negative affective disposition (Humphrey et al.,
2008). We therefore hypothesize:

H1. In a crisis situation, a leader’s deep acting is (a) positively related with
employees’ positive affect and (b) negatively related with employees’ negative affect

compared with a leader’s genuine display of fear.
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Second, we expect a leader’s surface acting to lead to negative affective reactions in
employees in comparison to a leader’s genuine emotions (i.e., display of fear). Although a
leader’s surface acting includes the display of positive emotions, research has shown that the
concomitant perception of emotional inauthenticity constrains positive contagion processes
(Hennig-Thurau et al., 2006). Employees will question the intention behind a leader’s
disguise of emotions (van Kleef, 2009; Wang & Seibert, 2015), which will also cause
employees to scrutinize the truthfulness of the leader’s report on the situation of the firm.
Moreover, the superficial regulation of emotions will signal a low level of personal regard for
employees (Fisk & Friesen, 2012), and it could also lead to employees’ suspicion that their
leader is trying to manipulate them (Dufour et al., 2019; Fisk & Friesen, 2012).

In comparison, although the display of fear implies the potential adoption of negative
affect by employees, genuine emotions are perceived as authentic and trustworthy (Gardner et
al., 2009)—whereas inauthentic positive emotions are perceived as phony (Fisk & Friesen,
2012), which will spoil the positive impact of surface acting on employees’ affect. Therefore,
we assume that the factor of inauthenticity will prevail in this case, making a leader’s surface
acting the worse option with regard to employees’ affective reactions. We therefore
hypothesize:

H?2. In a crisis situation, a leader’s surface acting is (a) negatively related with
employees’ positive affect and (b) positively related with employees’ negative affect compared
with a leader’s genuine display of fear.

To provide a more differentiated picture of the two emotional display strategies
involving the active regulation of emotions (Ashforth & Humphrey, 1993), we additionally
compare a leader’s deep and surface acting. Although both strategies imply a leader’s display
of positive emotions, they differ in their degree of authenticity (Grandey et al., 2005).
Existing research has shown that a leader’s deep acting is preferable to surface acting for

employees’ attitudes and behaviors, as surface acting led to decreased employees’ job
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satisfaction (Fisk & Friesen, 2012) and organizational commitment (Moin, 2018). Regarding
affective reactions, research indicated that only authentic positive emotional displays lead to
an increase in observers’ positive affect (Hennig-Thurau et al., 2006). We reassess this
reasoning in our crisis context and expect that a leader’s deep acting will increase employees’
positive affect and decrease employees’ negative affect in comparison to surface acting,
because deep acting signals employees that the displayed positive emotions are honest
(Humphrey, 2012), and hence make it likely that employees adopt these emotions. We
therefore hypothesize:

H3. In a crisis situation, a leader’s deep acting is (a) positively related with
employees’ positive affect and (b) negatively related with employees’ negative affect
compared with a leader’s surface acting.

Following the assumptions of the EASI model, employees’ affective and inferential
reactions will influence their attitudes and behaviors (van Kleef, 2009). We specifically
investigate two variables that depend on employees’ affective states, namely, employees’ job
engagement as the full investment of their cognitive and emotional energies into their work
roles (Kahn, 1992; Rich et al., 2010) and affective commitment as a job attitude that indicates
the involvement of employees in their organizations (Allen & Meyer, 1990). Both concepts
are antecedents of employees’ performance at work (Allen & Meyer, 1990; Rich et al., 2010);
thus, we consider them as highly relevant during a young firm’s crisis. As we conduct a
hypothetical experiment, and participants have to mentally put themselves into the described
crisis situation, we measure participants’ anticipated behaviors and attitudes.

First, we expect employees’ positive affect to be positively related with job
engagement because positive affect is likely to facilitate employees to engage and interact in
activities at work and to make personal resources available (Fredrickson, 2001). Positive

affective states also improve employees’ attention and tendency to take action (Fredrickson,
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2001). Conversely, employees who experience negative affect (e.g., anxiety) tend to have less
motivation to engage in their work roles (Hu et al., 2020).

Second, employees’ affective states are associated with affective commitment because
positive affect increases employees’ proactivity and the focus on their jobs (Breugst et al.,
2012; Fredrickson, 2001). Negative affective states, in contrast, decrease the willingness of
employees to involve themselves in their organizations (Shepherd et al., 2011).

Thus, we formulate the following hypotheses, which account for the proposed
mediating mechanisms of employees’ positive and negative affect:

HA4. In a crisis situation, employees’ positive affect is positively related with
employees’ anticipated (a) job engagement and (b) affective commitment.

H5. In a crisis situation, employees’ negative affect is negatively related with
employees’ anticipated (a) job engagement and (b) affective commitment.

H6. In a crisis situation, employees’ positive affect mediates the relationship between
a leader’s emotional display strategies and employees’ anticipated (a) job engagement and
(b) affective commitment.

H7. In a crisis situation, employees’ negative affect mediates the relationship between
a leader’s emotional display strategies and employees’ anticipated (a) job engagement and
(b) affective commitment.

Considering the limited knowledge on advisable leader emotional display strategies,
we experimentally explore the hypothesized employees’ reactions with a vignette study,
which we will describe in the following section.

3.3 Method

We applied a one-factorial, pre-post between-subject design using a written
hypothetical scenario and three vignettes as our treatments. Experimental vignette studies are
an increasingly popular instrument in the leadership context to investigate individuals’

attitudes and behaviors in the context of hypothetical real-life events (Taylor, 2005), as they
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offer the opportunity to establish causal relationships in controlled settings in which
participants are independent of external influences that could confound results (Aguinis &
Bradley, 2014). Furthermore, controlled vignette studies provide a viable opportunity to
examine sensitive topics such as an emotionally charged crisis context and the perception of
emotions (Aguinis & Bradley, 2014).

3.3.1 Sample

For the implementation of our study, we employed an online panel of a certified (ISO
20252:2019) German online sample provider. Before we conducted our main study, we
pretested the vignettes and the questionnaire with a sample of 62 employees and made minor
changes in the wording of items and study instructions to increase comprehensibility.
Afterwards, the online sample provider invited potential participants for our main study by e-
mail, based on our inclusion criteria of full- and part-time employees. Participants who are
registered in the online panel earn credits by participating in surveys, but they received no
other specific incentive for participating in our study.

For our main sample, we recruited 159 participants from the working population. We
consider these individuals suitable for our study because currently employed participants are
able to empathize with a crisis situation in the workplace, as they are at least hypothetically
aware of the possibility of financial difficulties that could ultimately lead to the loss of their
jobs and firm failure. Slightly more than half of our participants were female (50.9%), and the
mean age was 44.87 years (SD = 11.41). Full-time and part-time employment was reported by
81.8% and 18.2% of our participants, respectively. On average, participants had 22.65 years
(8D =12.52) working experience.

3.3.2 Development of scenario and vignettes
We followed the recommendations by Aguinis and Bradley (2014) for conducting

vignette studies and designed our hypothetical scenario and the three vignettes as realistic and
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comprehensible as possible so that participants could mentally put themselves in the
hypothetical situation. The scenario and vignettes can be found in the Appendix B.

We conducted a pre-post measurement to measure the process from affective to
attitudinal and behavioral reactions and provided all participants with the same baseline
information, that is, the general description of a hypothetical crisis scenario, which also
ensured validity of our between-subjects design (Aguinis & Bradley, 2014).

We asked participants to imagine that they were working in a young firm with 40
employees and that they were attending a meeting with their CEO, who announces that the
development of the firm during the COVID-19 crisis has led to a serious liquidity strain. We
focused on this real-life threat, which coincided with the period of our data collection, to
make the situation particularly realistic and to ensure that participants could identify with the
scenario (Aguinis & Bradley, 2014). We focused on the role of the CEO in our context, rather
than a team leader, to stress the severity and credibility of the crisis announcement for
participants. Furthermore, to further intensify the emotionality of the described situation, we
explicitly emphasized the employee’s immediate relationship with the leader. Regarding
participants’ anticipated behaviors and attitudes, we aimed to ensure that participants sensed
that the described situation could be overcome by the employee’s active cooperation in
dealing with the crisis (e.g., by expanding the firm’s online activities).

After our participants read the hypothetical crisis scenario, we measured participants’
baseline affect as the pre-measurement of our pre-post design (t1). Afterwards, participants
were randomly and equally assigned to one of the three vignettes. In each of the vignettes, we
described one of the three emotional display strategies, which included a description of the
facial expression and behavior of the described CEO: the CEO’s genuine emotions, that is, the
display of fear (Vignette 1, 52 participants), deep acting (Vignette 2, 53 participants), and

surface acting (Vignette 3, 54 participants). The number of vignettes was theory-driven
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(Aguinis & Bradley, 2014) and based on the assumption in the literature that there are three
different emotional display strategies (Ashforth & Humphrey, 1993; Diefendorff et al., 2005).
After reading one of the three vignettes, we measured participants’ affect as the post-
measurement of our pre-post design (t2), as well as participants’ anticipated affective
commitment and job engagement.

3.3.3 Measures

We adapted the description of the leader’s emotion regulation from the Emotional
Labor Scale (Brotheridge & Lee, 2003) to provide a theoretically well-founded manipulation
(Aguinis & Bradley, 2014). We analyzed all hypothesized effects of the leader’s deep and
surface acting in comparison to genuine emotions (i.e., display of fear) as our reference
category; hence, we built two dichotomous dummy variables (deep acting and surface acting).
For the direct comparison between deep and surface acting (H3), we calculated an additional
dichotomous variable without the genuine emotions vignette.

In our pre-post design, we measured employees’ positive affect and negative affect
twice with eight items from the International Positive and Negative Affect Schedule-Short
Form (Thompson, 2007). The four items measuring state positive affect were determined,
attentive, inspired, and active, with anchors ranging from 1 (not at all) to 5 (very much).
Cronbach’s alphas were 0.79 (t1) and 0.86 (t2). The four items measuring state negative affect
were afraid, nervous, upset, and hostile. Cronbach’s alphas were 0.67 (t1) and 0.71 (t2).

We measured employees’ job engagement with two items from the emotional
engagement subscale of the Job Engagement Scale (Rich et al., 2010). We slightly adjusted
the wording of the items to fit into the context of our scenario. Items were “I would continue
working enthusiastically” and “I would feel energetic at my job,” with anchors ranging from 1

(strongly disagree) to 5 (strongly agree). Cronbach’s alpha was 0.88.
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We measured employees’ affective commitment with two slightly adjusted items from
the Affective Commitment Scale (Allen & Meyer, 1990). Items were “I would feel
emotionally attached to my employer” and “I would feel a strong sense of belonging to my
employer,” with anchors ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach’s
alpha was 0.94.

As it is plausible that employees’ trait affect could influence their state affect as well
as their consequential attitudes and behaviors, we measured employees’ trait positive affect
and negative affect as control variables (“In general, how did you feel in the past year?”), with
the same items as state affect. Cronbach’s alpha was 0.84 for trait positive affect and 0.83 for
trait negative affect. We also assessed participants’ gender, age, educational level, and
working experience in years.

For our manipulation check, we measured perceived inauthenticity of the leader’s
emotional display with three items. We slightly adjusted two items from Grandey et al. (2005)
and one item from Co6té, Hideg, et al. (2013). Items were “The CEO’s emotions seem
genuine” (R), “The CEO’s emotions seem insincere,” and “The CEO seems to pretend
emotions,” with anchors ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach’s
alpha was 0.92.

3.3.4 Quality instruments

We undertook several steps to ensure data quality. First, we implemented a
manipulation check (Shadish et al., 2002) after participants read one of the three vignettes to
ensure that participants understood the vignettes correctly. We asked participants to select the
correct emotional display strategy (e.g., “The CEO tries to actually feel and experience the
displayed positive emotions” for participants who read the deep acting vignette). A false

answer led to the participant’s exclusion from the survey.
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As a second manipulation check, we investigated the differences in perceived
inauthenticity between the three vignettes by conducting a one-way analysis of variance
(ANOVA) and Tukey post hoc comparisons. Perceived inauthenticity differed significantly,
F(2, 156)=65.50, p <0.01, revealing the highest mean for a leader’s surface acting (M = 3.70,
SD = 1.05), whereas a leader’s deep acting (M =2.10, SD =0.87) and a leader’s genuine
emotions (M = 1.80, SD =0.78) were perceived as less inauthentic. In line with theoretical
expectations, Tukey post hoc analysis showed a significant difference (p <0.01) between a
leader’s surface acting and genuine emotions (1.85, 95% CI[1.43, 2.27]) as well as deep
acting (1.60, 95% CI[1.18, 2.01]). No significant difference between a leader’s genuine
emotions and a leader’s deep acting regarding perceived inauthenticity was found, supporting
the assumption that these two strategies are perceived as similarly authentic (Gardner et al.,
2009).

Third, we conducted a reality check (Maute & Dubé, 1999) with two items measuring
the realistic representation of the scenario and vignettes (“How realistic was the described
situation?”’; anchors ranging from 1 [not realistic at all] to 5 [very realistic]; mean =4.03) and
their validity (“How well were you able to put yourself into the described situation?”’; anchors
ranging from 1 [very poor] to 5 [very well]; mean =4.16). The high means confirmed that our
participants assessed our scenario and vignettes as realistic, which endorses the validity of our
experiment.

3.3.5 Analytical procedure

To investigate our hypothesized research model, we applied structural equation
modeling (SEM) (Anderson & Gerbing, 1988). First, we estimated the measurement model
for a confirmatory factor analysis (CFA) and included the latent variables positive affect,
negative affect, affective commitment, and job engagement. Fit indices include chi-square

statistics (¥2), the comparative fit index (CFI), and the root mean square error of
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approximation (RMSEA) (Hu & Bentler, 1999). The CFA with positive affect and negative
affect, as initially measured in our study with four items per affect dimension, showed a poor
fit to our data (3> = 622.40, df= 155, p=0.00, CFI=0.76, RMSEA =0.14). An investigation
of the factor loadings revealed that the model misfit occurred due to the measurement of
negative affect. Accordingly, we built a second model, with negative affect comprising two
distinct factors: one factor “fear” for the two items afraid and nervous and one factor
“hostility” for the two items upset and hostile. The measurement model with the two-factor
solution for negative affect showed a better fit to our data (y>=289.40, df= 142, p =0.00,
CFI1=0.92, RMSEA = 0.08); thus, we selected this five-factor model as the basis for the
following analyses.

To account for the two measurement time points of our mediators’ employees’
positive affect, fear, and hostility, we based our analyses on the principles of autoregressive
models (Geiser & Lockhart, 2012). By conducting a two-step approach, we compared our
former model without autoregressive error term covariances with a different model including
all possible error covariances of the t1 and t2 items of positive affect, fear, and hostility
(z=171.50, df=134, p=0.02, CFI=0.98, RMSEA =0.04). Although the model with all
possible error covariances showed a better fit to the data, this complex model returned a
Heywood case (Dillon et al., 1987); hence, in a stepwise manner, we added only significant
error covariances between the t1 and t2 items (2= 184.81, df=139, p=0.01, CFI=0.98,
RMSEA =0.05). Because the model with significant error covariances showed a better fit
than the model without any error covariances, we determined this as our final model.

3.4 Results
3.4.1 Descriptive statistics

Table 3-1 reports the means, standard deviations, and correlations of our variables.
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3.4.2 Results of the SEM

Table 3-2 and Figure 3-2 show the results of our experimental SEM. We applied
Swain correction due to our large model and rather small sample size (Herzog et al., 2007)
and estimated the SEM with all direct and indirect effects (y2=221.74, df=175, p=0.01,
CFI1=0.98, RMSEA =0.04). Although the y2 test was significant at p <0.05, the fit indices
indicated that this complex model displayed a good fit to the data. To account for our control
variables, we also tested a model with trait positive affect, trait fear, and trait hostility as
covariates of our mediators and endogenous variables. The SEM showed a worse fit to our
data (y2=469.34, df=344, p=0.00, CFI=0.94, RMSEA = 0.05), and only trait positive affect
revealed a significant effect on state positive affect (t2) (b=0.27, =0.21, p <0.05). Because
incorporating control variables worsened the model fit and did not change the results of our
SEM, we excluded them from further analysis.

Our results not only partially support our hypotheses but also offer unexpected
insights into the influence of different emotional display strategies on employees. Regarding
employees’ positive affect, both a leader’s deep acting and a leader’s surface acting showed
no significant differences compared with a leader’s display of fear (p > 0.05), thus, Hla and
H2a were rejected. However, a leader’s deep acting decreased, as expected, employees’ fear
(» <0.001), which partially supported H1b. On the other hand, a leader’s deep acting was not
related with employees’ hostility (p > 0.05). Compared with a leader’s display of fear, a
leader’s surface acting increased employees’ hostility (p <0.001), partially supporting H2b,
but it did not influence employees’ fear (p > 0.05).

Regarding the direct effects of our mediators on outcomes variables, employees’
positive affect increased employees’ anticipated job engagement (p <0.001) and affective

commitment (p <0.001), which supported H4a and H4b.


https://onlinelibrary.wiley.com/doi/full/10.1111/emre.12555#emre12555-mathstat-0004
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Figure 3-2: Results of the SEM (Model 1)
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Note. Model fit: y2 =221.74, df = 175, p = .01, CF1 = .98, RMSEA = .04. Standardized coefficients are given.

*p <.05; ¥*p <.01; ***p <.001.

Whereas employees’ fear diminished employees’ anticipated job engagement as expected
(p <0.001), it positively influenced affective commitment (p <0.01). Employees’ hostility
decreased employees’ anticipated affective commitment (p <0.001) but not employees’

anticipated job engagement (p > 0.05). Thus, both H5a and H5b were partially supported.

Regarding the mediating mechanisms, we found a significant indirect effect between a

leader’s deep acting and employees’ anticipated job engagement via the three mediators
(p <0.05) but no indirect effect on employees’ anticipated affective commitment (p > 0.05).

Between a leader’s surface acting and employees’ anticipated affective commitment, we

found a significant indirect effect via the three mediators (p <0.001) but no indirect effect on

employees’ anticipated job engagement (p > 0.05). We found partial support for employees’
fear and hostility (i.e., negative affect) as mediators but not for employees’ positive affect.

Therefore, we rejected Héa and H6b, but we found partial support for H7a and H7b.
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3.4.3 Robustness check

For a robustness check of our results, we assessed participants’ experience in a young
firm, defined as participants’ former or current employment in a firm with firm age up to
10 years (Haltiwanger et al., 2013) (“Have you been or are you employed in a young firm
(firm age <10 years)?”’; with response categories [ Yes, I am currently employed in a young
firm], [Yes, I was already employed in a young firm], and [No, none of the above]). We
applied a multi-group analysis with participants who currently work or have worked in a
young firm (n =41) and with participants who have not worked in a young firm before
(n=118). Following the procedure suggested by Byrne et al. (1989), we first tested for
measurement invariance by constraining our measurements to be equal among the two
groups. This showed a nonsignificant increase in y2 (p > 0.05) between the unconstrained
model (3>=511.80, df=350, p=0.00, CFI=0.92, RMSEA = 0.05) and the constrained model
(>=527.64, df =362, p=0.00, CFI=0.92, RMSEA = 0.05), hence implying measurement
invariance. Afterwards, we constrained the regression weights across the two groups to test
for structural invariance (Byrne et al., 1989). This, in turn, also showed a nonsignificant
increase in 2 (p > 0.05) between the unconstrained model and the constrained model
(2 =556.60, df=381, p=0.00, CFI=0.92, RMSEA =0.05), thus implying structural
invariance. This comparison between participants with and without working experience in a
young firm confirms that there was no statistical significant difference between the two
groups.
3.4.4 Results of the reduced SEM

To further explore the differences between deep and surface acting, which we
hypothesized in H3, we tested a reduced SEM without genuine emotions (i.e., display of
fear). This reduced SEM showed a satisfactory fit to our data (3> =209.67, df=163, p=0.01;

CFI1=0.97.; RMSEA =0.05). Results are reported in Table 3-3 and reveal that a leader’s deep
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acting positively influenced employees’ positive affect (» <0.01) and decreased employees’
fear (p <0.01) and hostility (» <0.001) compared with a leader’s surface acting. Thus, we
found support for H3. Moreover, we found significant indirect effects on job engagement and
affective commitment (p <0.05), indicating a mediating effect of employees’ positive and
negative affect between a leader’s emotional display and employees’ anticipated behaviors
and attitudes.
3.5 Discussion

To address our research question of which leader emotional display strategy would be
the most advisable during crisis regarding employees’ reactions, we conducted an
experimental vignette study and utilized the emotionally laden context of a young firm’s
crisis. The results of our experiment have several theoretical and practical implications.
3.5.1 Theoretical implications

First, we contribute to the literature on the impact of different leader emotional display
strategies on employees’ reactions in times of crisis. Although the emotion regulation
literature repeatedly emphasized the importance of conducting studies in extraordinary and
highly emotionally laden contexts, research in this domain is scarce (Wu et al., 2021). We
extend existing knowledge by incorporating both a leader’s active emotion regulation (i.e.,
deep and surface acting) and the display of genuine emotions (i.e., display of fear) in one
comprehensive model. This juxtaposition of the two well-known emotion regulation strategies
with showing genuine emotions allowed us to explore the relationship between the three
possible emotional display strategies and employees’ reactions in a broader context than in
previous research (Humphrey et al., 2015), which provides partly unexpected implications for
leader behavior during crisis. In particular, our results show that a leader’s deep acting is only

partially preferable compared with the display of fear in a crisis situation.
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With regard to the total effects of our model, a leader’s deep acting showed no differences to
the display of fear, whereas a leader’s surface acting showed detrimental effects on
employees’ reactions in terms of their anticipated job engagement and affective commitment.
Concerning employees’ affect, we found that a leader’s deep acting indeed reduced
employees’ fear, whereas a leader’s surface acting increased hostility. However, surprisingly,
both emotion regulation strategies attempting to display positive emotions had no effects on
employees’ positive affect compared with display of fear. Our results contradict past
assumptions that it might be generally more advisable for leaders to regulate emotions than to
reveal their negative emotions (Fisk & Friesen, 2012) and that leaders’ displays of positive
emotions were imperative in crisis situations (Humphrey et al., 2008). A possible explanation
for the unexpected similarity between the display of fear and deep acting could be rooted in
the perceived authenticity of those strategies. Our results suggest that it is not the positivity or
negativity of the emotional display that is the most decisive factor in a crisis situation but the
congruency and, hence, perceived authenticity of displayed emotions (Mesmer-Magnus et al.,
2012), which both deep acting and the display of genuine emotions imply to a certain degree
(Batchelor et al., 2018; Gardner et al., 2009). Rather than favoring the display of positive and
optimistic emotions, employees apparently first and foremost place value on authentic
emotions—even when these are negative. This finding supports the concept of authentic
leadership, which constitutes that leaders should reveal their inner selves to followers, and, by
that, create relational transparency (Ilies et al., 2013). Although original notions of authentic
leadership focused mainly on the expression of positive emotions and signals (e.g., hope,
optimism) (Ilies et al., 2005; Luthans & Avolio, 2003), more recent studies state that authentic
behavior can also include the expression of negative emotions with positive outcomes on
followers (Ilies et al., 2013)—a notion supported by our study results. Our results also

correspond to recent study findings on leader behavior, which showed that leaders who
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acknowledge their worries in a crisis are likely to motivate employees (Hu et al., 2020),
whereas leaders’ dishonest behaviors generally lead to negative employee reactions (e.g.,
Zoghbi-Manrique-de-Lara & Viera-Armas, 2019). Thus, our results suggest that research
should strive for a more nuanced view of the traditional postulate that leaders should display
positive emotions during crisis (Humphrey et al., 2008), as these are only effective when they
are displayed in an authentic manner. The results of our reduced model, with the comparison
between deep and surface acting, give further insights into the role of these well-known
emotion regulation strategies and confirm the general preference of deep acting over surface
acting (Grandey & Melloy, 2017).

Second, we shed light on the mediating mechanisms underlying employees’ reactions
in terms of positive and negative affect by utilizing the EASI model. Whereas previous
research proposed direct effects on employees’ attitudes and behaviors (Batchelor et al., 2018;
Fisk & Friesen, 2012; Moin, 2018), this study shows that employees’ affect plays an
important explanatory role to understand how employees’ affective commitment and job
engagement are influenced. Our results reveal that a leader’s emotional displays did not
directly influence employees’ anticipated behaviors and attitudes, but that this relationship
was facilitated by the leader’s influence on employees’ affect. Especially employees’ negative
affect, but not positive affect, seems to play a vital role as a mediating mechanism.
Nonetheless, our mediation model also shows that employees’ positive affect was positively
related with employees’ anticipated job engagement and affective commitment, whereas the
opposite was partially the case for negative affect (i.e., fear and hostility). This partially
confirms the assumptions of the broaden-and-build theory, which assigns individuals’ positive
affect more favorable outcomes on thoughts and actions than individuals’ negative affect
(Fredrickson, 2001). Our results implicate that leaders who are successful in inducing positive

affect in employees by their emotional displays may achieve beneficial outcomes regarding
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employees’ attitudes and behaviors. Remarkably, we found a positive effect of employees’
fear on their anticipated affective commitment, further underscoring that experiencing fear
during crisis is not always harmful. Because we found no significant effects on employees’
positive affect by neither deep nor surface acting, our results also indicate that in a
(hypothetical) crisis situation—an inherently negative event—it may be more difficult to
influence employees’ positive affect than negative affect. This, in turn, underlines the
importance of further research to disentangle the traditional postulation of leaders’ displays of
positive emotions as being imperative in a crisis (Humphrey et al., 2008).

Our findings correspond to the EASI model’s idea that displayed emotions are
processed through an affective and inferential path (van Kleef, 2009). In our experiment, the
leader’s emotional displays did not lead to an automatic adoption of emotions by employees,
a finding which indicates that employees indeed inferentially judged the emotional displays
and that this subsequently influenced their anticipated job engagement and affective
commitment (van Kleef, 2009). In sum, these results provide a deeper understanding of the
mechanisms underlying employees’ reactions, and they open the door for the investigation of
other variables that are dependent on employees’ affect.

Third, our study provides further knowledge on the emotional component of leader
behavior during crisis, which connects with two different important research streams in the
leadership domain, namely leader emotional intelligence and leader (emotional) authenticity.
Scholars emphasize that emotional intelligence plays a crucial role in selecting appropriate
emotional displays and achieving positive employee outcomes (Dasborough et al., 2021), but
research lacks evidence on which strategy might be the most emotionally intelligent in
specific situations. With regard to desirable employee outcomes, our study highlights that a
leader’s emotionally intelligent behavior in a crisis can include the display of either positive

or negative emotions—if they are perceived as authentic. Although emotions are only one
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component of leader authenticity as a leader’s congruency between values and actions
(Luthans & Avolio, 2003), our results still correspond to the established assumption that
effective leaders should strive for the display of authentic behavior (Ilies et al., 2013)—in our
case embodied by a leader’s deep acting and display of fear, which had more positive
outcomes on employee reactions than a leader’s inauthentic surface acting.

However, determining the most advisable emotional display strategy for leaders
during crisis is not only a question of employees’ perceptions, but it must also consider
leaders’ personal consequences of engaging in emotion regulation. Building on the
conservation of resources (COR) theory (Hobfoll, 1989), studies found that the effort of
engaging in emotion regulation leads to resource depletion with more harmful effects
associated with surface acting than with deep acting (Grandey & Melloy, 2017). In contrast,
scholars describe the expression of genuine emotions as a resource-preserving way of
displaying emotions (Arnold et al., 2015). Although intense negative emotions can similarly
cause emotional exhaustion (Glomb & Tews, 2004), past research suggested that the
additional regulatory effort demands resources from individuals (Hiilsheger & Schewe, 2011).
This line of argumentation, although untested in our study, could support our argument that
the display of genuine emotions (i.e., fear) is superior to emotion regulation during crisis—
because showing genuine emotions has only partly different effects than deep acting on
employees’ reactions, while it preserves leaders’ resources at the same time.

3.5.2 Practical implications

A young firm that is already in distress is highly dependent on appropriate leader
behavior. Our experiment shows that when leaders feel fear in a crisis situation, they should
only choose to engage in emotion regulation if they manage to make it appear authentic.
Specifically, our findings indicate that leaders should consider showing their fear during crisis

instead of engaging in emotion regulation by all means. This reasoning is aggravated by the
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individual differences between the ability to convincingly engage in emotion regulation as an
embodiment of emotional intelligence (Humphrey, 2012). Leaders who are less able to
regulate their emotions in a way that seems authentic to employees (i.e., by deep acting) and
are at risk of (even unintentionally) displaying inauthentic emotions should consider
expressing genuine emotions to positively influence employees’ reactions and to avoid a
negative emotional spiral under critical circumstances (Barsade, 2002).

Although leaders, especially in young firms, face a broad spectrum of possible
emotional displays, as they commonly have few formal rules on how to display emotions
(Burch et al., 2013), our findings show that not all emotional display strategies are equally
advisable. Moreover, our results disagree with the idea that to be effective, leaders should
always display positivity by engaging in emotion regulation (Humphrey et al., 2008). In sum,
we demonstrate that displaying positive emotions is not feasible at any price, but that leaders
should only display them in an authentic manner to avoid negative employee reactions.

3.5.3 Limitations and future research

While our experimental approach allowed us to investigate causal links between a
leader’s emotional displays and participants’ reactions, our approach is not without
limitations, which offer avenues for future research.

First, as our participants had to visualize a fictional leader, we did not consider social-
relational factors (e.g., leader—employee relationships and previous behavior) of the EASI
model (van Kleef, 2009). Future research could search for ways to incorporate these aspects
in real-life contexts while circumventing the disadvantages of cross-sectional studies (Aguinis
& Bradley, 2014). Thereby, research could investigate additional behavioral (e.g., employee
resilience) and relational (e.g., leaders’ perceived effort or effectiveness, leader liking, and

trust in leader) outcomes. To explore relationships between different leader emotional display
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strategies and long-term outcomes (e.g., employee turnover, leader survival, and, ultimately,
firm survival), scholars could employ longitudinal approaches.

Second, we focused on specific emotional display strategies and a leader’s fear as one
potential discrete emotion. At the same time, in a crisis situation, leader’s emotional display
could also imply anger or sadness (Madera & Smith, 2009). Leaders’ displays of anger have
been linked to less leader effectiveness in a crisis, probably making emotion regulation the
more favorable strategy; whereas sadness, on the other hand, could be interpreted as a sign of
a leader’s concern for the employees and the firm (Madera & Smith, 2009). Furthermore,
individuals regularly combine different emotional displays (Gabriel et al., 2015), hence,
future research could use longitudinal methods (e.g., experience sampling studies) to
investigate employees’ reactions to leaders’ combinations of different strategies throughout
the course of a crisis.

Furthermore, future research could explore the message content of a leader’s
communication behavior, for instance regarding social accounts (e.g., explanations for
changes in the organization) and subsequent employees’ reactions, which may also be
influenced by the degree of perceived authenticity and sincerity (Sitkin & Bies, 1993).

Third, we chose the economic consequences of the COVID-19 crisis and the case of a
young firm as a specific context for our scenario. While we expect that our findings are
applicable to other external threats (e.g., economic crisis), future research could explore how
the context of an internal threat changes employees’ reactions, for instance, with regard to the
appropriateness of a leader’s display of fear in comparison to emotion regulation.
Additionally, although we chose the context of a young firm, our findings are to some extent
transferable to small teams in established organizations in which similar direct leader—
employee relationships exist and in which employees may feel that their jobs are at risk

during crisis.
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Finally, we did not examine a leader’s own experience of engaging in emotional
display strategies. Future research could collect dyadic data to investigate both employees’
and leaders’ perspectives to further explore a leader’s most advisable emotional display
strategy during crisis.

3.6 Conclusion

Leaders’ emotional displays and subsequent employee reactions play an important role
during crisis, as each employees’ engagement and commitment are crucial for firm
performance and survival (Madera & Smith, 2009).The results of our experimental vignette
study extend the limited knowledge on the emotional component of leader behavior during
crisis (Wu et al., 2021) and indicate that leaders should not shy away from showing their fear
as an embodiment of genuine emotions, as the engagement in deep and surface acting does

not have exclusively positive effects on employees’ reactions.
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4. Daily emotion regulation strategies and their impact on employee creativity and

performance’® (Essay I1I)

Abstract

Employees constantly face situations requiring emotion regulation at work, and extant
research, especially in the service context, has shown that emotion regulation strategies (i.e.,
deep acting and surface acting) have distinct outcomes on well-being and attitudes at work.
However, knowledge is limited about how employees’ emotion regulation strategies affect
creativity and performance in organizational contexts, particularly on the day level, as well as
the underlying affective mechanism of this relationship. Additionally, the influence of general
emotion regulation ability on how employees’ emotion regulation strategies influence their
affective well-being is still underexplored. Drawing on conservation of resources (COR)
theory, we conducted a one-week diary study with 103 participants, utilizing the context of
small firms in which creative and high-performance behaviors are crucial predictors for firm
success. We extend knowledge by showing that daily surface acting had negative within-
person effects on creativity and performance, mediated by affective well-being. Daily deep
acting positively affected our outcomes, and emotion regulation ability moderated the effect

on affective well-being.
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4.1 Introduction

Employees’ daily creativity and performance are indispensable for the success of
organizations, and priority should be placed on ensuring these as essential key resources for
firm performance (Anderson et al., 2014; Lua et al., 2023; Sonnentag et al., 2023),
particularly in small firms (Atkinson, 2007; de Jong & Den Hartog, 2007; Laguna et al.,
2021). Employees’ daily creativity and performance, in turn, are strongly dependent on
experienced emotions at work (Fredrickson, 2001), as well as on available individual
resources (Hobfoll, 1989). Scholars have suggested that emotion regulation strategies, as a
resource-consuming process (Grandey, 2000; Hobfoll, 1989), and emotion regulation ability,
as individuals’ ability to regulate emotions (Mayer & Salovey, 1997), need to be considered
as important predictors for employees’ creativity and performance (Grandey & Melloy, 2017;
Parke et al., 2015). However, our knowledge is still limited on how emotion regulation—both
as a strategy and as an ability—impacts creativity and performance on the day level
(Batchelor et al., 2018; Grandey & Melloy, 2017).

Employees handle unwelcome emotions during interpersonal interactions by applying
one of two emotion regulation strategies as part of their emotional labor at work: deep acting
(i.e., trying to engage in emotions) or surface acting (i.e., superficially concealing emotions)
(Grandey, 2000; Hochschild, 1983). Originally stemming from research in the service context
(Diefendorff et al., 2005; Grandey, 2000), emotion regulation—especially the superficial
adjustment of emotions, known as surface acting—can be harmful for employees’ health, job
satisfaction, and service performance (Bhave & Glomb, 2016; Grandey & Gabriel, 2015;
Grandey & Melloy, 2017; Hiilsheger & Schewe, 2011). Following conservation of resources
(COR) theory (Hobfoll, 1989), employees’ emotion regulation requires effort, which in turn,
negatively impacts well-being, attitudes, and behaviors at work (Grandey & Gabriel, 2015;

Hiilsheger & Schewe, 2011; Mesmer-Magnus et al., 2012). While we know much about the
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influence of employees’ emotion regulation strategies in the service context (e.g., during
interactions with customers), the impact of employees’ emotion regulation during interactions
with their colleagues and supervisors on their creativity and performance in an organizational
context has received less attention so far (Grandey & Melloy, 2017)—especially on the day
level. This is surprising given that employees who work in firms equally need to regulate their
emotions at work (Grandey, 2000) with emotion regulation strategies varying on a daily basis,
potentially affecting employee behavior (Judge et al., 2009).

At the same time, the specific affective mechanism of how emotion regulation
influences behavioral outcomes is still an unresolved issue in current research. Since emotion
regulation is considered as a precursor to affective well-being (Hiilsheger & Schewe, 2011),
and this, in turn impacts individuals’ behaviors (Fredrickson, 2001), affective well-being may
be a central mediator for the link between emotion regulation and creativity as well as
performance (Grandey & Melloy, 2017).

Concurrently, the role of emotion regulation ability as part of individuals’ emotional
intelligence (Mayer & Salovey, 1997), still remains underexplored (Grandey & Melloy,
2017). While scholars ascribe a major role to this ability for the success of employees,
specifically in the small firm context (Miao et al., 2017), research remains scarce on the
interrelation between the ability and the effects of emotion regulation (i.e., rather than a
predictor of the use of different strategies) (Grandey & Melloy, 2017; Pefia-Sarrionandia et
al., 2015). Especially on the day level, there is a need to investigate the influence of emotion
regulation ability, as this may determine how employees are affected by different emotion
regulation strategies.

Based on the current state of the literature, this study addresses the research question
of how daily deep acting and daily surface acting influence affective well-being, creativity,

and performance of employees. We propose that employees’ daily deep acting and surface
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acting differentially influence their affective well-being, which in turn, impacts daily
creativity, in-role performance, and extra-role performance. We conducted a one-week daily
diary study with 103 employees, and we examined the effects of employees’ daily emotion
regulation during interpersonal interactions, thereby extending previous research that
primarily focused on the service interaction between service employees and customers, but
has rarely examined behavioral outcomes of employees within an organizational context
(Grandey & Melloy, 2017; Hiilsheger & Schewe, 2011; Matta et al., 2014).

We utilize the small firm context (i.e., firms with less than 50 employees) as an
environment in which the exploration of interpersonal interactions that involve emotion
regulation are of great importance because employees work together more closely within
smaller firms (Wilkinson, 1999). Furthermore, as small firms have limited resources by nature
(Greene et al., 1997), employees’ preservation of resources and the resulting creativity and
performance are crucial factors for small firms’ success (Atkinson, 2008). While in-role
performance represents the daily completion of work tasks (Goodman & Svyantek, 1999),
both creativity as well as extra-role performance are behaviors that go beyond employees’
regular job descriptions and, hence, are paramount for achieving organizational goals and
growth in small firms (Amabile et al., 2005; Janssen, 2000).

Our research offers the following contributions. First, by drawing on COR theory and
employing a daily diary design, we extend our understanding of emotion regulation as a daily
changing behavior of employees working in small firms (Judge et al., 2009), which is
important as employees may be more or less able to engage in specific work behaviors on a
given day depending on their available resources (Weinberger et al., 2018; Williamson et al.,
2019). To the best of our knowledge, we are among the first to investigate the link between
daily deep acting, daily surface acting, creativity, and performance of employees in an

organizational context. We thereby extend past research on emotion regulation as a workplace
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phenomenon that has so far mainly focused on performance and well-being of employees in
the service context (Bhave & Glomb, 2016; Chi & Grandey, 2016; Grandey & Melloy, 2017,
Hiilsheger & Schewe, 2011), by offering a novel perspective on emotion regulation that has
important consequences for the specific behavioral outcomes of creativity and performance in
an organizational setting.

Second, we examine the affective mechanism that underlies the association between
emotion regulation and employees’ behavioral outcomes. Specifically, we show that the
relationships between daily emotion regulation and employees’ outcomes are mediated by
affective well-being on the daily within-person level. This implies that emotion regulation
indeed indirectly influences employees’ creativity and performance and that those behaviors
are dependent on daily experienced emotions as well as on the specific emotion regulation
strategy. The within-person results demonstrate that deep acting is more favorable than
surface acting for both affective well-being and employees’ behavioral outcomes.

Third, we provide novel insights into the role of emotion regulation ability and its
moderating effect on the link between emotion regulation strategies and affective well-being
(Pena-Sarrionandia et al., 2015). Specifically, we show that emotion regulation ability
moderates the effect of deep acting on affective well-being, whereas there is no significant
effect with regard to surface acting. This implies that emotion regulation ability influences
how employees are affected by their own deep acting, and that high emotion regulation ability
strengthens the positive effect of deep acting on affective well-being.

4.2 Theoretical background

Apart from the fact that employees need to have substantive expertise to be able to
thrive in their work roles, their creativity and performance is also dependent on their
emotional experiences at work (Weiss & Cropanzano, 1996). Extant research on emotions at

work has brought forth divergent findings, showing that both positive and negative emotions
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can be beneficial for employee behavior (Amabile et al., 2005; Chi et al., 2015; George &
Zhou, 2002; Rispens & Demerouti, 2016; To et al., 2015). However, particularly at work,
individuals do not just passively experience certain emotional states, but they commonly
regulate their emotions, specifically during interpersonal interactions (Grandey, 2000;
Grandey & Melloy, 2017). While scholars have mainly focused on the direct link between
daily emotions and daily employee behavior in diary studies (e.g., Bledow et al., 2013; Reizer
et al., 2019; Rothbard & Wilk, 2011), we propose that behavioral outcomes predominantly
depend on the emotion regulation strategies employees use to adjust their emotions in front of
others at work (Grandey, 2000; Trougakos et al., 2015), which will be mediated by
employees’ resulting affective well-being (Grandey & Melloy, 2017). In addition, we suggest
that employees’ trait emotion regulation ability (i.e., as part of their emotional intelligence)
(Brackett et al., 2006; Mayer & Salovey, 1997) will moderate the influence of their emotion

regulation strategies. Our research model is depicted in Figure 4-1.

Figure 4-1: Conceptual research model
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4.2.1 Emotion regulation in light of COR theory

According to COR theory, individuals’ performance depends on daily resources
(Hobfoll, 1989). In particular, stressful situations consume cognitive, emotional, or physical
resources of individuals (Hobfoll, 1989). Emotion regulation is the response of individuals to
stressful interactions and an inherently resource-consuming activity, which leads to
exhaustion and strain (Grandey & Melloy, 2017). Due to emotion regulation, in turn, these
resources are no longer available for the execution of other activities, such as creativity or
performance (Grandey & Gabriel, 2015; Grandey & Melloy, 2017; Hobfoll, 1989).

Following the emotional labor literature, employees regulate their emotions at work
with two different types of strategies, namely deep acting and surface acting (Brotheridge &
Lee, 2003; Diefendorff et al., 2005; Grandey, 2000; Hochschild, 1983). While surface acting
involves the superficial regulation of emotions by just pretending to feel a certain emotion,
deep acting entails the effort to really engage in an emotion and trying to experience it
(Brotheridge & Lee, 2003; Grandey, 2000).

Deep acting and surface acting represent two different ways that individuals engage
with their emotions in a given situation: Deep acting comes into play before an unwelcome
emotion completely arises, while surface acting resembles a more automatic mechanism that
simply suppresses emotions (van Gelderen et al., 2017; Zapf, 2002). Therefore, deep acting
changes how employees perceive stressful situations during interpersonal interactions, thereby
preserving resources because further regulation of emotions is not required, while surface
acting just conceals emotions (Schraub et al., 2013). Hence, surface acting is generally seen as
costly to resources, as employees need to constantly fake their outer appearances, thereby
having less energy to concentrate on their actual performance at work (Grandey, 2000;
Xanthopoulou et al., 2018). Moreover, decreased resources can result in a defensive attitude

(van Gelderen et al., 2017), which may be specifically problematic when extra-role behaviors
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are required. Surface acting leads to incongruence between felt and shown emotions and to
feelings of inauthenticity because individuals’ outward expressions are not in alignment with
their true emotions. This, in turn, leads to strain, which negatively impacts employee well-
being, attitudes, and performance (Hiilsheger & Schewe, 2011; Mesmer-Magnus et al., 2012).
Concealing emotions has been also linked to decreased memory and problem solving
(Richards, 2004). In contrast to these findings, however, there is empirical evidence that
surface acting can also have a positive impact on employee outcomes, depending on
individual dispositions (Chi et al., 2011).

The link between deep acting and potential outcomes is less clear. Although deep
acting creates a congruence between the emotions that are felt and shown (Mesmer-Magnus et
al., 2012), deep acting requires similar effort as surface acting (Grandey & Melloy, 2017). In
contrast to surface acting, employees who engage in deep acting may feel accomplished
because they have successfully changed their felt emotions, which in turn leads to positive
outcomes (Grandey & Melloy, 2017). However, extant studies disagree on which emotion
regulation strategy may be generally more favorable for employees, as many studies found no
significant relationships between deep acting and health or job satisfaction (Grandey &
Melloy, 2017; van Gelderen et al., 2017).

Research on the daily use and impact of emotion regulation strategies in organizational
contexts is limited, with two exceptions. Trougakos et al. (2015) explored the daily emotion
regulation—performance link in the organizational context and found that employees’ daily
surface acting had a negative impact on organizational citizenship behavior directed toward
others but the study failed to examine the impact of daily deep acting. Xanthopoulou et al.
(2018), on the other hand, found that employees’ surface acting led to decreased flow at work,
while deep acting had positive effects on flow. These studies provide initial evidence of the

advantages of deep acting over surface acting for individuals’ behavior at work, and we will
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reanalyze this phenomenon with regard to affective well-being, creativity, and performance in
this diary study.
4.2.2 Daily creativity and performance at work

Crucial behaviors in small firms include creativity as well as in-role and extra-role
performance (de Jong & Den Hartog, 2007; Laguna et al., 2021). Creativity entails the
generation of novel ideas as one subdimension of innovative work behavior (Janssen, 2000).
Employees’ creativity is inherently a cognitively demanding process, which in turn plays an
important role for small firm success (de Jong & Den Hartog, 2007; Laguna et al., 2021).

Traditionally, emotions are seen as antecedents of creativity (Amabile et al., 2005;
George & Zhou, 2002), but findings on whether positive or negative emotions are more
beneficial than the other are contradictory (Bledow et al., 2013). Based on these inconsistent
findings, authors have proposed that creativity might be also dependent on the regulation of
emotions, rather than just the mere experience of emotions (Ivcevic & Hoffmann, 2019; Parke
et al., 2015). However, the relationship of emotion regulation with creativity has so far
predominantly been investigated from a trait perspective (da Costa et al., 2020; Geng et al.,
2014) or an ability perspective (Parke et al., 2015). While there are theoretical assumptions
that emotion regulation as an ability might be beneficial for creativity in general, da Costa et
al. (2020) found negative effects on creativity when frequently regulating anger at work,
indicating that certain emotion regulation strategies may negatively influence creativity.

Initial evidence that deep acting and surface acting, as cognitively stressful processes,
have different effects on creativity is provided by two cross-sectional studies. Specifically,
both Hill et al. (2020) and Geng et al. (2014), found that deep acting is more favorable for
creativity than surface acting.

Another important aspect of employees’ behavior entails extra-role and in-role

performance. Extra-role performance represents behavior that goes beyond usual job
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expectations and is therefore specifically important for a small firm’s success and growth
(Laguna et al., 2021). In-role performance involves behavior that represents the daily
achievement of work tasks (Goodman & Svyantek, 1999).

Both daily creativity and daily performance require cognitive resources of employees
(Weinberger et al., 2018; Williamson et al., 2019), which may be influenced by the daily
effort that emotion regulation strategies necessitate. Based on COR theory (Hobfoll, 1989),
we propose that daily emotion regulation requires daily effort for individuals, which, in turn,
influences their daily creativity and performance (van Gelderen et al., 2017). While deep
acting may restore resources that are depleted by the effort to experience a certain emotion by
successfully changing an emotional state, surface acting as a superficial way to regulate
emotions will first and foremost deplete resources (Grandey & Melloy, 2017; Hiilsheger &
Schewe, 2011; Mesmer-Magnus et al., 2012) and, hence, negatively influence creativity and
performance outcomes.

We propose that there may be different resource-consuming mechanisms associated
with either deep acting or surface acting (Hiilsheger & Schewe, 2011), with a positive
influence of deep acting on creativity and performance outcomes, and a negative influence of
surface acting on these outcomes. Therefore, we hypothesize:

Hypothesis 1. Employees’ (a) daily deep acting positively influences creativity, in-role
performance, and extra-role performance, whereas (b) daily surface acting negatively
influences these outcomes.

4.2.3 The mediating role of daily affective well-being

To explore the relationships between daily deep acting, surface acting, and creativity
and performance, we argue that both deep acting and surface acting separately influence
affective well-being (Scott & Barnes, 2011), which we define as the level of daily positive

affect (Russell & Daniels, 2018). The daily state of affective well-being will subsequently
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influence behavioral outcomes (Fredrickson, 2001). Although only few diary studies on
emotion regulation have incorporated affective well-being into their models, there is empirical
evidence that the felt incongruence of emotions and hence felt inauthenticity has effects on
affective well-being, which, in turn, leads to distinct outcomes. For example, Scott and Barnes
(2011) showed that bus drivers’ daily surface acting predicted negative affect, whereas daily
deep acting increased positive affect. Contrary to these results, Judge et al. (2009) showed
that both deep acting and surface acting of customer service employees negatively affected
their daily positive mood. Similarly, Lennard et al. (2019) found that managers experience
less positive affect when they regulate their emotions rather than authentically showing their
genuine emotions when interacting with their subordinates.

When individuals experience daily interactions in which they decide to engage in deep
acting, they are really trying to change their current state of emotions by putting themselves
into the situation at hand (Grandey, 2000). By that, they lose resources, but they are also able
to regain them by successfully resolving this stressful situation, which, in turn, improves
affective well-being (Grandey & Melloy, 2017). In contrast, employees who surface act only
deal superficially with their emotions, making a stressful interaction even more draining and
harmful for an employee’s affective well-being (Brotheridge & Lee, 2003; Lennard et al.,
2019). Based on this, we hypothesize that daily surface acting will lead to higher affective
well-being, while expecting the opposite for deep acting.

Hypothesis 2. Employees’ (a) daily deep acting positively influences daily affective
well-being, whereas (b) daily surface acting negatively influences daily affective well-being.

While the emotion regulation strategies deep acting and surface acting have a
differential impact on affective well-being, we expect that the daily state of affective well-
being of employees, in turn, will influence employees’ behavior, and will therefore represent

a mediating mechanism in our model.
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The relationship between affective well-being, creativity, and performance can be
explained by broaden-and-build theory, which understands positive emotions as beneficial for
performance outcomes (Fredrickson, 2001; Fredrickson & Branigan, 2005). Prior research has
shown that the experience of positive emotions broadens cognitive abilities and concentration
(Amabile et al., 2005; Fredrickson, 2001; George & Zhou, 2007) as well as creative behavior
(Bledow et al., 2013; Sonnentag et al., 2023) and task performance (Chi et al., 2015; Rispens
& Demerouti, 2016). The mechanism behind the positive influence of positive emotions on
behavioral outcomes lies in the fact that the experience of positive emotions enhances the
thought—actions repertoire, which improves employees’ motivation to take action
(Fredrickson, 2001).

Based on that, the link between deep acting, surface acting, and our behavioral
outcomes can be explained by the effort that surface acting implies for individuals, which
decreases affective well-being, while deep acting will increase affective well-being (Grandey
& Melloy, 2017; Mesmer-Magnus et al., 2012). This, in turn, influences the performance of
individuals at work, because affective well-being as the experience of positive emotions will
positively influence daily creativity and performance (Fredrickson, 2001; Fredrickson &
Branigan, 2005). We therefore hypothesize:

Hypothesis 3. Employees’ daily affective well-being is positively related to daily (a)
creativity, (b) in-role performance, and (c) extra-role performance.

Hypothesis 4. Employees’ daily affective well-being mediates the relationship between
daily deep acting and daily (a) creativity, (b) in-role performance, and (c) extra-role
performance.

Hypothesis 5. Employees’ daily affective well-being mediates the relationship between
daily surface acting and daily (a) creativity, (b) in-role performance, and (c) extra-role

performance.
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4.2.4 The moderating role of general emotion regulation ability

Individual dispositional differences may cause employees to perceive the burden of
emotion regulation differently than others, and emotion regulation ability has been proposed
as a crucial influencing factor with regard to the experience of deep acting and surface acting
(Grandey & Melloy, 2017). Emotion regulation ability entails the ability to regulate and
monitor emotions (Brackett et al., 2006; Mayer & Salovey, 1997). In this diary study, we
define emotion regulation ability as the general self-perceived ability to handle stressful
situations (Brackett et al., 2006). While emotion regulation ability as a general construct (e.g.,
as part of emotional intelligence) is well-studied in the small firm and entrepreneurship
literature (Miao et al., 2017), the relationship between emotion regulation ability and emotion
regulation strategies remains underexplored (Grandey & Melloy, 2017; Pefia-Sarrionandia et
al., 2015). Specifically, knowledge about the moderating influence of emotion regulation
ability on the association between emotion regulation strategies and well-being is still in its
infancy, especially on the day level (Scherer et al., 2020).

Following the emotional labor literature, emotion regulation ability may influence
how emotion regulation affects employees’ well-being (Grandey & Melloy, 2017; Scherer et
al., 2020). Empirical cross-sectional evidence on this relationship is provided by Prati et al.
(2009), who showed that emotion regulation ability generally decreases strain that is induced
by surface acting. Similarly, Scherer et al. (2020) demonstrated that emotion regulation ability
influenced the daily experienced exhaustion of service employees when they used surface
acting.

According to COR theory, a stressful event induces strain (Hobfoll, 1989). Surface
acting—as a superficial response to an event—even amplifies this strain because employees
feel stressed about the inauthenticity that results from surface acting (Grandey & Gabriel,

2015). Thus, if individuals are better able to manage their emotions due to higher emotion
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regulation ability, this strain might be easier to handle because these individuals use surface
acting as an infentional strategy to respond to unwelcome emotions and feel less stressed
about the potential inauthenticity.

In contrast, deep acting diminishes the negative outcomes because individuals try to
solve the situation by engaging in a certain emotion, which improves their feeling of personal
accomplishment (Hiilsheger & Schewe, 2011). Therefore, emotion regulation ability might
enhance this positive effect of deep acting on affective well-being because employees feel
higher accomplishment, which increases affective well-being. Hence, we formulate the
following hypothesis:

Hypothesis 6. Employees’ emotion regulation ability moderates the relationship
between daily (a) deep acting and affective well-being and (b) surface acting and affective
well-being, such that emotion regulation ability weakens the negative effect of surface acting
on affective well-being, whereas emotion regulation ability strengthens the positive effect of
deep acting on affective well-being.

4.3 Method
4.3.1 Sample

The data analyzed in this study was part of a larger dataset on daily emotional
experiences at work. To measure daily relationships of employee emotion regulation,
affective well-being, creativity, and performance, we conducted a daily diary study over the
course of six consecutive working days (i.e., Monday to Monday, excluding the weekend).
For our sample, we employed a European ISO certified online sampling provider (ISO
20252:2019) that was responsible for recruiting the sample and hosting the survey. Our
sample included 103 individuals from the German working population, who indicated that

they were employed in a small firm (i.e., a firm with less than 50 employees) at the time of
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our study. Age of our participants ranged from 19 to 68 years, mean age of our sample was
47.3 years (SD = 12.46), and 53.74% were female.

On average, participants reported that they were employed for 10.6 years (SD = 9.36)
in their respective firms, which had an average firm size of 15.64 employees (SD = 23.31).
Approximately two-thirds of the participants were employed full-time (65%), and the rest
(35%) were employed part-time. Participants had an average of 5.00 hours (SD = 5.72) daily
interaction time with others at work, which confirmed that it was reasonable to analyze the
interpersonal emotion regulation strategies deep acting and surface acting.
4.3.2 Procedure

Four days before the start of our daily diary study, the online sample provider
approached potential participants who met our recruitment criteria. Participants were invited
to take part in our study, framed as a “diary study about work,” and were told that they could
earn a specific number of virtual points by participating, which subsequently could be
redeemed in vouchers. Participants were asked whether they were planning to take time off in
the next week, which led to their exclusion if they were unavailable. After the eligible
participants agreed to take part in the diary study, they completed a baseline questionnaire
that included potential between-person variables, that is, the dispositional and demographic
characteristics of participants.

Starting on the following Monday, participants received a daily e-mail invitation at 5
p.m. reminding them to participate in our daily diary study. Before participants could access
the daily diary survey, they were asked whether they had worked that day, and they were
screened out when they indicated that they had not worked. Participants were allowed to
complete their daily responses until midnight of the respective day to ensure that they
remembered the information we were assessing on that day. As a measure of the quality of

our data, one attention check per day (“For this item, please select strongly agree”) was
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included in the daily questionnaire (Barber et al., 2013), which rotated daily in its presentation
at three different positions in the questionnaire.

Initially, 160 participants filled out the baseline questionnaire before the start of our
diary study. The daily diary study, in turn, led to 441 daily observations by 103 participants.
Sixteen participants failed one or more daily attention checks, which led to their exclusion on
that respective day, and 23 participants took part in the daily diary study less than three days.
Additionally, 62 observations could not be included because participants reported in the
respective daily survey that they had not been working that day. These exclusion steps
resulted in 441 observations from 103 participants who took part in the daily diary study on
three or more days that were available for our analysis.

4.3.3 Measures

Means, SDs, and correlations of the variables can be found in Table 4-1. We
measured all variables using a 7-point scale with anchors ranging from 1 (strongly disagree)
to 7 (strongly agree).

We measured daily deep acting and surface acting with six items from the Emotional
Labour Scale developed by Brotheridge and Lee (2003) that we adapted for the daily
measurement in our diary study. Items for deep acting were “Today, at work, I tried hard to
actually feel the feelings I needed to show in front of others,” “Today, at work, I tried to
really feel the emotions I showed,” and “Today, at work, I tried to actually feel the emotions I
had to show in front of others.” Cronbach’s alpha ranged from .87 to .94 (for this and the
other measures reported here these values varied depending on the day). Items for surface
acting were “Today, at work, I pretended to have emotions in front of others that I didn’t
really have,” “Today, at work, I hid my true feelings about a situation from others,” and
“Today, at work, I tried not to express my true feelings in front of others.” Cronbach’s alpha

ranged from .87 to .95.
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We measured daily affective well-being with five items from a shortened PANAS-SF
scale by Watson et al. (1988). Participants were asked to indicate the extent of how they felt
today at work for the items excited, enthusiastic, alert, inspired, and determined. Cronbach’s
alpha for this measure ranged from .89 to .92.

We measured daily creativity with three items from a scale by Janssen (2000) that
measures idea generation as part of innovative work behavior that was adapted by Weinberger
et al. (2018) for the purposes of diary studies. Items were “Today I developed new ideas for
difficult questions,” “Today I asked myself how things can be improved,” and “Today I made
an effort to develop original solutions to problems.” Cronbach’s alpha for this measure ranged
from .86 to .92.

We measured daily in-role and extra-role performance with six items from a scale by
Goodman and Svyantek (1999), which we adapted for our diary study with three items for
each dimension. Items for in-role performance were “Today I achieved the goals of my
workday,” “Today I performed well by completing tasks as expected of me at work,” and
“Today I met all the requirements of my job.” Cronbach’s alpha for this measure ranged from
.84 to .96. For the measurement of extra-role performance, items were “Today I volunteered
to do more at work than was required of me,” “Today I tried to help someone I was working
with,” and “Today I volunteered to do tasks that are not expected of me by my company.”
Cronbach’s alpha for this measure ranged from .75 to .89.

In the baseline questionnaire, we measured emotion regulation ability with three items
from a scale developed by Brackett et al. (2006), using the subscale “managing emotion
(self).” Items were “I can handle stressful situations at work without getting too nervous,” “I
am able to deal with emotionally upsetting problems at work,” and “I know how to stay calm

in difficult or stressful situations at work.” Cronbach’s alpha for this measure was .88.
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As emotional states and consequential behaviors can be influenced by #rait affective
well-being, we measured this control variable in the baseline questionnaire with five items
from a shortened PANAS-SF scale by Watson et al. (1988). Participants were asked to
indicate how they felt in general in the last year, with items assessing excited, enthusiastic,
alert, inspired, and determined. Cronbach’s alpha for this measure was .90. Additionally, to
account for potential influencing demographical factors, we controlled for age and gender of
our participants.

4.3.4 Analytical strategy

We analyzed our daily diary data by following the guidelines by Bolger and
Laurenceau (2013). Responses of the daily survey (rn = 441) were nested within individuals (n
= 103), which means that the data have a hierarchical structure and therefore necessitates a
multilevel analysis that takes the dependency of between-person and within-person
observations into account (Bolger & Laurenceau, 2013). Whereas the dispositional variables
that were measured in the baseline survey are second-level data (i.e., emotion regulation
ability and controls), data from the daily survey (i.e., daily emotion regulation strategies,
affective well-being, creativity, in-role and extra-role performance) represent first-level data
(Bolger & Laurenceau, 2013; Ohly et al., 2010).

For our multilevel mediation analysis, we conducted a regression-based path analysis
with manifest variables (Mu et al., 2024; Preacher et al., 2010). In diary studies, within-person
effects are analyzed over time, and to decrease confounding effects between levels, daily
independent variables should be group-mean-centered (Bolger & Laurenceau, 2013).
Variables on the between-person level, on the other hand, should be grand-mean-centered
(Bolger & Laurenceau, 2013). For our analysis, we used the package lavaan (Rosseel, 2012)
in R (R Core Team, 2022), which automatically partitions variables into their within and

between components (Preacher et al., 2010).
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As the first step of our analysis, we analyzed within-person and between-person
variances, represented by intraclass correlations (ICCs) (Tomezyk et al., 2022). Analyses of
our dependent variables showed that 73.1% of the variance in affective well-being is between-
person (i.e., 26.9% of the variance in affective well-being is within-person), 65.3% of the
variance in creativity is between-person (i.e., 34.7% of the variance in creativity is within-
person), 52.4% of variance in in-role performance is between-person (i.e., 47.6% of the
variance is within-person), and 56.4% of extra-role performance is between-person (i.e.,
43.6% of the variance in extra-role performance is within-person).

As a second step, we analyzed three mediation models with one dependent variable
each, and we accounted for the covariance between our two independent variables deep acting
and surface acting in our mediation models (Preacher et al., 2010). Paths were modeled
analogously on both the within-person and the between-person levels (Postema et al., 2021).
In one separate model, we additionally estimated the cross-level interactions of emotion
regulation ability with our group-mean-centered predictors, using the package /me4 (Bates et
al., 2014) in R (R Core Team, 2022).

4.4 Results
4.4.1 Results of the multilevel analyses

Results of our multilevel analyses on the daily within-person level are depicted in
Table 4-2. Employees’ daily deep acting did not significantly influence our outcome
variables creativity, in-role performance, and extra-role performance, which was also the case
for the daily surface acting. Therefore, Hypothesis 1 can not be supported. With regard to
Hypothesis 2, however, employees’ engagement in surface acting negatively influenced
affective well-being (b =-.19; p <.001), and deep acting positively influenced affective well-

being (b =.11; p =.002). Therefore, Hypothesis 2 is fully supported.
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With regard to the influence of affective well-being on our outcome variables,
employees who experienced a higher level of affective well-being also provided higher
ratings on their levels of creativity (b =.32; p <.001), in-role performance (b =.31; p <.001),
and extra-role performance (b = .43; p <.001), which fully supported Hypothesis 3.

Mediating mechanisms of affective well-being were hypothesized in Hypothesis 4 and
Hypothesis 5, respectively, and our results show that the relationships between both deep
acting and surface acting and our outcomes variables were indeed mediated by affective well-
being, thereby supporting both Hypothesis 4 and Hypothesis 5. Specifically, we found
negative indirect effects between surface acting and creativity (b =-.06; p = .002), in-role
performance (b = -.06; p =.002), and extra-role performance (b =-.08; p =.001). With regard
to deep acting, we found positive indirect effects on creativity (b = .04; p = .012), in-role
performance (b =.03; p =.011), and extra-role performance (b =.05; p = .008).

Finally, we analyzed the moderating influence of emotion regulation ability on the
relationship between daily deep and surface acting and affective well-being. Our results show
that emotion regulation ability significantly influenced the relationship between deep acting
and affective well-being (b = .07; p = .012), which is visualized in Figure 4-2. However,
emotion regulation ability did not significantly interact with surface acting. Therefore,
Hypothesis 6a was supported, while Hypothesis 6b was not supported.

4.4.2 Additional between-person level analyses

Although not initially hypothesized, we also analyzed between-level results of our
diary study (see Table 4-2). Contrary to the results of the within-person level relationship
between emotion regulation and our outcome variables, there were significant between-level

direct effects between surface acting and our outcome variables.
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Figure 4-2: Interaction between deep acting and emotion regulation ability predicting
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Results show that—as one could expect on the basis of the argumentation of the
emotional labor literature (Grandey & Gabriel, 2015)—between-level surface acting
negatively influenced affective well-being (b =-.52; p <.001) and in-role performance (b =
-.18; p = .037). However, surprisingly, between-level surface acting positively influenced
creativity (b =.37; p =.004) and extra-role performance (b =.30; p =.020). This indicates
that emotion regulation strategies between persons influence affective well-being and in-role
performance rather differently than creativity and extra-role performance. We discuss
potential explanations for these findings in the discussion section.

4.5 Discussion

While emotion regulation research so far predominantly focused on the impact of
emotion regulation on health, job satisfaction, and working behaviors in the service context,
the effects of emotion regulation on employees’ creativity and performance at work within an
organizational context remained largely underexplored (Batchelor et al., 2018; Grandey &

Melloy, 2017). This diary study provides insights into these relationships by utilizing the
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specific context of employees who work in small firms by examining the impact of emotion
regulation—both on an ability as well as a strategy level—on creativity, in-role performance,
and extra-role performance. We extend existing knowledge by showing that surface acting
had harmful effects on daily creativity and performance on the within-level, mediated by daily
affective well-being. Daily deep acting, on the other hand, positively influenced our
outcomes. Furthermore, emotion regulation ability moderated the relationship between deep
acting and affective well-being, but not between surface acting and affective well-being.
Additional analyses on the between-level showed a positive effect of surface acting on
creativity and extra-role performance.
4.5.1 Theoretical implications

First, we followed a daily diary approach to extend the limited knowledge on how
daily deep acting and surface acting influence daily behavioral outcomes in the organizational
context. We show that deep and surface acting had an indirect effect on employees’ creativity
and performance and that affective well-being mediated these relationships. Only few studies
have studied the impact of daily emotion regulation strategies so far, specifically in the
organizational context, and they brought forth inconsistent findings of the effects of those two
strategies on potential behavioral outcomes (e.g., Judge et al., 2009; Lennard et al., 2019;
Scott & Barnes, 2011; Trougakos et al., 2015; van Gelderen et al., 2017). Our results
regarding the impact on creativity and performance confirm the theoretical assumptions of
COR theory and existing—mostly cross-sectional—studies that assigned negative outcomes
to surface acting (Grandey & Melloy, 2017; Hiilsheger & Schewe, 2011). Moreover, we
further clarify the unresolved role of daily deep acting, which showed inconsistent results in
past research, and which, in our study, revealed a positive indirect impact on creativity and
performance. Hence, in sum, our results confirm past research that assigned surface acting

more negative outcomes than deep acting, and they give insights into the role of daily deep
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acting, which has shown inconsistent results in past studies (Grandey & Melloy, 2017,
Hobfoll, 1989; Hiilsheger & Schewe, 2011). Our approach also offers new insights into
creativity as a daily changing behavior, rather than the stable trait conception utilized in the
majority of previous research (Weinberger et al., 2018).

Second, our results shed light on the influencing factor of affective well-being as a
mediating mechanism for creativity and performance. While deep acting positively influenced
affective well-being, surface acting had a negative impact, and affective well-being in turn
positively influenced creativity and performance. With regard to indirect effects, deep acting
had a positive indirect effect on our outcomes, while surface acting had a negative indirect
effect. Whereas we found no direct effects on our outcome variables on the daily within-
person level, our between-person level results showed that surface acting was directly related
to increased creativity and extra-role performance—as behavioral indicators that go beyond
regular role expectations (Janssen, 2000)—as well as decreased in-role performance. A
potential explanation for these unexpected results on the between-person level could be that
surface acting as a superficial strategy to regulate emotions generally saves resources for more
strenuous tasks that are not part of in-role behavior, as employees do not fully engage with
their negative emotions and are hence generally able to engage in creative and extra-role
behaviors. When it comes to in-role performance, this between-level effect is reversed, as
surface acting is apparently perceived as disturbing with regard to the completion of regular
tasks at work. Nonetheless, when taking the bigger picture with the mediator affective well-
being into account, a different picture emerged, and surface acting had—analogous to the
within-person results—harmful implications for creativity on the between-person level. Deep
acting, however, had no direct effects on both within- and between-person levels, which once

again provides further insights into the literature on deep acting that has already
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acknowledged the unresolved nature of deep acting for employees’ health, job satisfaction
and performance (Grandey & Melloy, 2017).

By shedding light on the antecedents of affective well-being (i.e., the process of
emotion regulation as a daily phenomenon at work), we add to existing literature that
investigated the link between emotions and subsequent behaviors by focusing on the effects
of positive or negative emotions at work without including emotion regulation components
(e.g., Amabile et al., 2005; Chi et al., 2015; George & Zhou, 2002; Rispens & Demerouti,
2016; To et al., 2015). Our results underline that the regulation component of emotions plays
a crucial role as an antecedent of affective well-being, which in turn fuels positive employee
behavior at work.

Third, we examined the role of general emotion regulation ability as a moderator for
the link between daily deep and surface acting and affective well-being. Our results show that
emotion regulation ability only acted as a moderator for the effect of deep acting on affective
well-being, but not for surface acting. This means that employees who perceive themselves as
having higher emotion regulation ability—as an indicator of being able to deal with stressful
situations (Brackett et al., 2006)—experience an even higher positive effect on well-being.
This further underlines the important of emotion regulation ability: A possible explanation for
this moderating effect is that employees with higher emotion regulation ability may feel more
successful in aligning their felt emotions with their displayed emotions through deep acting,
thereby feeling more authentic in their emotional expressions (Grandey et al., 2005;
Hiilsheger & Schewe, 2011). This alignment leads to even greater improvements in their
affective well-being.

While emotion regulation ability strengthened the effect of deep acting on affective
well-being, it did not influence the effect of surface acting on affective well-being. Hence,

even if employees perceive themselves as having a high emotion regulation ability, the use of
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surface acting will still have negative effects on their affective well-being. These results
provide further information with regard to previous inconsistent study results on deep acting
and the impact of emotion regulation ability, and they also further underscore the already
empirically validated harmful role of surface acting (Grandey & Melloy, 2017; Hiilsheger &
Schewe, 2011).

4.5.2 Practical implications

From a practical perspective, our results provide further insights into how employees
should deal with emotions that arise during interpersonal interactions (Grandey & Gabriel,
2015). Particularly in the working context, emotions do not just “come and go”—instead, they
are constantly being regulated by employees (Grandey, 2000). Employees should avoid
superficially concealing their emotions by surface acting, as this negatively affects affective
well-being, which, in turn, has negative implications for outcomes that are key behaviors in
small firms. Because small firms have limited resources by nature (Greene et al., 1997),
emotion regulation strategies that, in turn, potentially consume resources (Hobfoll, 1989),
should be perceived as a crucial factor for firm success.

Employees commonly regulate their emotions because they feel like they must
regulate them in line with emotional display rules (Grandey, 2000). Although most small
firms have no formal emotional display rules, there are commonly implicit rules that leaders
(i.e., founders or other supervisors) demonstrate in front of others (Batchelor et al., 2018).
Leaders are therefore key figures in exemplifying how to manage emotions, and they can (and
should) provide informal guidelines for employees on how to handle unwelcome emotions. In
particular, leaders who deal with their emotions openly may also lead to their employees’ less
frequent use of inauthentic and harmful emotion regulation strategies (Grandey et al., 2005;
Hiilsheger & Schewe, 2011), as employees may sense they can share their emotions openly as

well.
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4.5.3 Limitations and future research

While our daily diary approach is a suitable method for examining the daily impact of
emotion regulation strategies on our affective and performance outcomes, this method has
also limitations that provide potential avenues for future research.

First, we measured both independent and dependent variables within the same daily
diary survey, which could be a source of common method bias (Podsakoff et al., 2003).
Future research could conduct dyadic studies by integrating objective reports on daily
employees’ performance measures by supervisors. Thereby, scholars could also integrate a
more dynamic and reciprocal nature of emotion regulation into their studies: As emotion
regulation is an interpersonal construct, existing relationships between organizational
members and mechanisms of emotional contagion (Barsade, 2002) could be influential factors
in explaining effects on employees’ daily behavior.

Second, employees reported their emotion regulation strategies at the end of the
working day, thereby relying on their retrospective memories (Ohly et al., 2010). Although
diary studies are generally seen as a reasonable method to decrease bias due to retrospective
responses, multiple daily measurement times could increase validity even more (Ohly et al.,
2010). For example, to increase the validity of responses, future research could use
momentary assessment methods and send out reminders to participants at random time points
throughout the working day (Beal & Weiss, 2003). Additionally, this could improve the
insights into the hypothesized mediation relationships. Although our mediation model was
derived based on existing theories, the direction of relationships could be tested more robustly
with multiple daily measurements.

Third, diary studies can be subject to unintended intervention effects, which means
that by participating in a diary study, employees’ perception of certain events at work that are

part of the study may be influenced (Gochmann et al., 2022). Future research could vary the
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abstraction levels of the retrospective reports of study variables to investigate whether an
intervention effect will change the impact on outcome variables (Gochmann et al., 2022).
4.6 Conclusion

Our diary study offers new insights into how emotion regulation, both as a daily
phenomenon at work as well as employees’ general ability, influences crucial behaviors in
small firms with limited organizational and human resources (Greene et al., 1997), namely
employees’ creativity, in-role performance, and extra-role performance. Our findings suggest
that employees should avoid regulating their emotions superficially by surface acting to
prevent detrimental day-level behavioral outcomes, while deep acting is an advisable strategy
as it had positive indirect effects on creativity and performance. With our mediation model,
we provide insights into affective well-being as a daily mediator for our studied outcome
variables. In addition, our results reveal that general emotion regulation ability helps
employees in handling emotions and stressful situations at work, as it moderated the impact of
deep acting on affective well-being. Our findings emphasize the important role of emotion
regulation, both as a strategy and an ability, for organizations. This suggests that leaders
should educate and guide their employees “by example” to ascertain that employees know

how best to maneuver through emotionally charged interactions at work.
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5. Employees’ daily sleep quality and emotion regulation at work* (Essay IV)

Abstract

Previous research has primarily examined sleep quality as an outcome of emotion
regulation strategies in the workplace. However, the role of sleep quality as a precursor to
these strategies is not well understood. This study investigates the relationship between
employees’ daily sleep quality and their emotion regulation at work, and examines how sleep
quality influences deep acting and surface acting as two distinct emotion regulation strategies.
Data were collected with a one-week diary study, and findings reveal that better daily sleep
quality enhances employees’ daily emotion regulation ability at the within-person level. This
improvement is associated with reduced daily surface acting, a form of emotion regulation
involving the display of inauthentic emotions, known to negatively affect employee well-
being and work behaviors. Conversely, sleep quality showed no significant within-person
level effects on deep acting, a more authentic form of emotion regulation. Additionally, I
found that perceived display rules moderate the impact of sleep quality on surface acting. This
suggests that the influence of sleep quality on emotion regulation varies based on individuals’

beliefs about appropriate emotional displays in the workplace.
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5.1 Introduction

Emotion regulation is becoming increasingly important as a crucial influencing factor
for well-being and health in the workplace (Gabriel et al., 2023). By effectively regulating
their emotions, employees and leaders alike can not only reduce the impact of stress and
negative emotions, but also improve interpersonal relationships through empathetic
communication (Gabriel et al., 2020; Gagnon & Monties, 2023).

In the organizational context, there are two principal forms of emotion regulation:
From an ability perspective, individuals are equipped with differing degrees of emotion
regulation ability (Grandey & Gabriel, 2015; Mayer & Salovey, 1997; Scherer et al., 2020).
From a strategy perspective, employees can regulate emotions at work by either deep acting
or surface acting (Brotheridge & Lee, 2003; Grandey, 2000). Deep acting entails the
deliberate approach to authentically experience desired emotions, whereas surface acting
involves the superficial modulation of emotions without altering the underlying emotional
state (Brotheridge & Lee, 2003; Grandey, 2000). Extant research shows that especially the
superficial way of regulating emotions by surface acting can lead to emotional exhaustion,
decreased job satisfaction, and impaired relationships (Gabriel et al., 2023; Hiilsheger &
Schewe, 2011; Mesmer-Magnus et al., 2012). With regard to deep acting, findings are less
clear, with mixed results on employee performance and health (Gabriel et al., 2023; Grandey
& Melloy, 2017). While scholars have predominantly focused on these—potential adverse—
consequences of emotion regulation so far, research on potential individual factors that
influence both the ability to regulate emotions and the choice of strategies is limited (Grandey
& Melloy, 2017). This is a surprising research void, as it is important to identify potential
influencing factors that can decrease the use of harmful strategies, such as surface acting; and

foster the use of more beneficial strategies, such as deep acting (Troth et al., 2018).



5. Employees’ daily sleep quality and emotion regulation at work (Essay IV) 132

Scholars have predominantly studied emotion regulation ability and the use of
strategies as stable character traits so far, however, emotion regulation can likewise change on
a daily basis (Lavender et al., 2017). One crucial factor that may influence employees’ daily
behavior at work is the quality of their sleep (Barnes, 2012). Employees’ sleep quality has
already received attention in organizational behavior research for decades, as good sleep
quality is a paramount factor for emotional well-being, which, in turn, positively impacts
work-related performance and health outcomes (Barnes, 2012; Williamson et al., 2019).
However, research on the relationship between sleep quality, employees’ emotion regulation
ability, and the use of emotion regulation strategies, is still in its infancy (Barnes, 2012;
Guarana et al., 2021; Palmer & Alfano, 2017). The few existing studies have focused on the
enactment of emotion regulation at work and its impact on sleep quality (Fouquereau et al.,
2019; Gabriel et al., 2023; Wagner et al., 2014). These studies showed that especially surface
acting has negative effects on sleep quality, because employees feel exhausted and not true to
themselves when they are surface acting, creating strain that leads to impaired sleep
(Fouquereau et al., 2019; Gu et al., 2020; Wagner et al., 2014; Yeh et al., 2020).

In contrast to this, this study explores the reverse effect of daily sleep quality on
emotion regulation strategies deep acting and surface acting. I specifically focus on the daily
use of these emotion regulation strategies, which, as I propose in this study, can be influenced
by the impact of employees’ daily sleep quality on their daily emotion regulation ability.

This study draws on the sleep and affect regulation model by Barnes (2012), who
suggested, based on neuroscientific findings, that there is a relationship between sleep quality
and self-regulation, which includes the regulation of emotions. In particular, the neuroscience
literature suggests a link between sleep deprivation and prefrontal control in the brain, that
involves the ability to meet emotional challenges (Yoo et al., 2007), and may therefore also

influence emotion regulation at the workplace (Barnes, 2012; Barnes & Watson, 2019).
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Specifically, better sleep is related to increased brain activity in the prefrontal cortex, which is
responsible for impulse control and emotion regulation (Guarana et al., 2021; Walker & van
Der Helm, 2009; Yoo et al., 2007), and which, in turn, might influence the use of emotion
regulation strategies (Barnes, 2012).

As an additional influential factor, I explore the role of employees’ perceived display
rules (Diefendorff & Richard, 2003; Gabriel et al., 2023). Employees regulate their emotions
at work according to perceived display rules, that is, their perception of (in-)formal guidelines
on which emotions they should express in certain situations (Diefendorff & Richard, 2003;
Gabriel et al., 2023). These display rules influence the enactment of emotion regulation
strategies at work (Grandey, 2000; Hochschild, 1983), and could therefore also influence the
relationship between sleep quality and the use of emotion regulation strategies.

The organizational context in this study encompasses small firms. This specific
context was chosen for two reasons: First, those firms commonly consist of teams where
employees work closely together (Wilkinson, 1999). Second, small firms typically have fewer
(human) resources than larger firms (Greene et al., 1997). Hence, both emotion regulation
ability and the use of beneficial emotion regulation strategies play a crucial role in such firms,
as behaviors of employees not only have consequences for themselves, but also their
immediate coworkers (Gabriel et al., 2023; Gabriel et al., 2020), and consequently, also
impact the performance on the firm level (Grandey & Melloy, 2017). While previous research
on deep acting and surface acting has primarily been conducted in service environments
(Gabriel et al., 2023; Troth et al., 2018), small firms as a non-service context represent a
unique research setting.

With this study, I contribute to the literature in the following ways. First, the findings
of this one-week diary study (n = 103) shed light on the impact of sleep quality on emotion

regulation, extending the existing body of research. Specifically, results reveal a novel
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perspective on the interplay between sleep and emotion regulation (Gabriel et al., 2023),
wherein sleep quality emerges as an indirect predictor of employees’ use of surface acting
(but not deep acting), a relationship that I find to be mediated by employees’ daily emotion
regulation ability. This adds to past research that has mainly focused on the reverse link
between emotion regulation and sleep (Fouquereau et al., 2019; Gu et al., 2020; Wagner et al.,
2014; Yeh et al., 2020).

Second, this study clarifies the relationship between emotion regulation ability and the
use of different emotion regulation strategies. Despite repeated calls from scholars for a more
integrated research approach that encompasses both emotion regulation as an ability and the
utilization of different strategies, research exploring the connection between these two
perspectives remains scarce (Gabriel et al., 2023; Grandey & Melloy, 2017). Rather than
examining emotion regulation ability on a general level (i.e., as a personal disposition), this
study focuses on the—so far understudied—daily changing emotion regulation ability
(Lavender et al., 2017; Pavlacic et al., 2022) and its impact on the use of deep acting and
surface acting. Results show that employee emotion regulation ability on a daily level acts as
a mediator, and influences the use of surface acting, while there is no such link with deep
acting.

Third, the role of display rules as an influencing factor with regard to the sleep-
emotion regulation link is explored. Results show that employees who perceive their display
rules as high, use more surface acting at work, than those with less strict display rules.
Furthermore, perceived display rules moderate the relationship between sleep quality and
surface acting, indicating that with higher display rules, the negative relationship between
sleep quality and surface acting becomes more pronounced. That is, in contexts with higher
display rules, better sleep quality leads to a stronger decrease in surface acting compared to

contexts with less strict display rules. This further underlines the critical role of perceived
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display rules in shaping employees’ behavior at work (Gabriel et al., 2023; Grandey et al.,
2015).

5.2 Theoretical background

5.2.1 Emotion regulation ability and strategies

On a broader competence level, individuals exhibit varying degrees of ability in
emotion regulation (e.g., as a part of emotional intelligence) (Grandey & Melloy, 2017;
Mayer & Salovey, 1997), which has already been demonstrated as being advantageous for a
multitude of attitudinal and behavioral outcomes in the workplace (Miao et al., 2017). From a
strategy perspective, employees use different emotion regulation strategies in work-related
settings, particularly when confronted with the need to regulate their emotional expressions in
response to negative emotions (Grandey & Gabriel, 2015).

With regard to the interconnection of the two emotion regulation perspectives—the
ability and the strategy perspective—emotion regulation ability has already been shown to be
related to the use of emotion regulation strategies (Grant, 2012; Mesmer-Magnus et al., 2012;
Scherer et al., 2020), such that employees with a higher emotion regulation ability generally
prefer deep acting as a more authentic emotion regulation strategy over surface acting as an
inauthentic strategy (Grandey & Melloy, 2017; Mesmer-Magnus et al., 2012). However, as
both emotion regulation ability and emotion regulation strategies can vary on a daily basis
(Pavlacic et al., 2022; van Gelderen et al., 2017; Xanthopoulou et al., 2018), it is important to
investigate how they interrelate on a daily level and which individual factors, such as daily
sleep quality, impact this interrelation (Barnes, 2012).

5.2.2 Emotion regulation and sleep

In the model of sleep and self-regulation, Barnes (2012) proposed that there is a

relationship between sleep and emotion regulation, assuming that poor sleep quality reduces

an employee’s energy and willingness to regulate emotions at work. Specifically, the model
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suggests that sleep deprivation leads to a reduced ability to control emotions, which is
attributed to the fact that poor sleep leads to diminished activity in the amygdala and the
prefrontal cortex—brain regions that play a key role in the regulation of emotions
(Beauregard et al., 2001; Ochsner et al., 2004). This, in turn, may influence the engagement in
emotion regulation strategies (Barnes, 2012).

Previous studies on the relationship between emotion regulation and sleep quality
have focused primarily on the effects of emotion regulation strategies on sleep. For example,
studies have shown that the enactment of surface acting at work leads to insomnia at night
(Fouquereau et al., 2019; Gu et al., 2020; Wagner et al., 2014; Yeh et al., 2020), while the
effect of deep acting on sleep quality remains unclear so far (Yeh et al., 2020). The reason for
the negative effects of surface acting on sleep is the inauthentic and thus exhausting nature of
surface acting, which leads to strain and rumination after work and disrupts the recovery
process at night (Gu et al., 2020).

With regard to the reverse relationship—the impact of sleep quality on emotion
regulation strategies—knowledge is still limited. Initial evidence of the existence of this
relationship is provided by Diestel et al. (2015), who showed that better sleep quality weakens
the negative effect of surface acting on well-being. Similarly, another study found that better
sleep quality weakens the negative influence of emotional dissonance (i.e., the underlying
process of surface acting) on fatigue (Zhang et al., 2016). At the same time, besides these
studies that examined sleep quality as a moderating influencing factor, there has been no
study so far that examined the impact of daily sleep quality on both daily deep acting and
surface acting as outcome variables.

Similarly, empirical evidence on the effect of sleep on emotion regulation ability is
still in its infancy, but existing experimental studies have already shown that there is a link

between the sleep quality on a given night and the subsequent emotion regulation ability: For
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instance, in a laboratory experiment, Mauss et al. (2013) revealed that poor sleep decreases
effective emotion regulation ability, which they explained with the negative impact of poor
sleep on cognitive control, which is part of prefrontal functions. Similarly, in a meta-analysis,
Guarana et al. (2021) showed that poor sleep has a negative relationship with self-control.
Similar effects of poor sleep have been shown for decision-making abilities and memory
functions, while the reverse effect has been proposed for good sleep quality (Guarana et al.,
2021).

The model of sleep and self-regulation emphasizes the cognitive demands associated
with emotion regulation (Barnes, 2012). Poor sleep quality may impair the cognitive
resources required for effective emotion regulation of employees (Barnes, 2012; Barnes &
Watson, 2019). Consequently, emotion regulation ability could be improved by a higher
quality of sleep on a given day. This improvement is crucial, as emotion regulation ability
could influence the selection of emotion regulation strategies (Grandey & Melloy, 2017;
Grant, 2012; Mesmer-Magnus et al., 2012). The rationale behind this is that the use of
emotion regulation strategies requires the availability of resources (Hiilsheger & Schewe,
2011; Sayre et al., 2021), and the availability of resources is directly influenced by sleep
quality (Barber & Munz, 2011).

Based on these assumptions, this study explores the relationship between employees’
daily sleep quality and emotion regulation ability at work, which may subsequently impact the
use of the emotion regulation strategies deep acting and surface acting. Specifically, daily
sleep quality may positively influence emotion regulation ability on a given day, which, in
turn, may differently influence the use of either deep acting or surface acting as two distinct
emotion regulation strategies. Additionally, I expect a moderating influence of employees’
perception of display rules on the relationship between daily sleep quality and the engagement

in emotion regulation strategies (see Figure 5-1), which will be outlined in more detail below.
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5.2.3 Development of hypotheses

The use of deep acting and surface acting as two distinct forms of emotion regulation

can vary on a daily level (van Gelderen et al., 2017), with strategies depending on employees’

daily individual mental states and available cognitive resources (Hiilsheger & Schewe, 2011).

Employees’ daily sleep quality positively impacts employees’ available cognitive resources

on the daily level (Hur & Shin, 2023). This may positively influence the use of daily deep

acting, which is a strategy that requires higher available resources that help employees to

bring felt and displayed emotions in alignment (Brotheridge & Grandey, 2002; Grandey,

2000).

Figure 5-1: Conceptual research model
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Therefore, employees who have a high level of available cognitive resources on a

given day potentially resort to the regulation of emotions on a more profound level, which is

represented by deep acting (Hiilsheger & Schewe, 2011). In contrast, employees who slept

well may use less surface acting on a given day, as they may feel that they do not have to

resort to this superficial and potentially inauthentic strategy (Grandey et al., 2005).

Conversely, employees who have a lower sleep quality and less cognitive resources on a
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given day, may resort to more surface acting, as it could appear as a faster solution to regulate
emotions on a superficial level (Moin et al., 2020).

In sum, employees with more cognitive resources and therefore more energy may
regulate their emotions more on a profound level (with deep acting), and less on a superficial
level (with surface acting) (Hiilsheger & Schewe, 2011; Totterdell & Holman, 2003). This
leads to the following baseline hypothesis:

Hypothesis 1. Employees’ daily sleep quality positively influences daily deep acting
and negatively influences daily surface acting.

Sleep quality may also be an important predictor for emotion regulation ability (Mauss
et al., 2013), and hence, a linking mechanism between daily sleep quality and the use of
emotion regulation strategies deep acting and surface acting. Lack of sleep decreases the
function of the amygdala and the prefrontal cortex, which are brain areas playing a crucial
role in regulating emotions (Beauregard et al., 2001; Ochsner et al., 2004). Consequently, and
following the assumptions of the model of sleep and self-regulation, employees suffering
from poor sleep quality might find themselves struggling more with emotion regulation at
work in the face of negative emotions (Barnes, 2012). This leads to the following hypothesis:

Hypothesis 2. Employees’ daily sleep quality positively influences employees’ daily
emotion regulation ability.

Improved sleep correlates with increased prefrontal cortex activity, which is assumed
to enhance emotion regulation (Barnes, 2012). As already described, daily sleep quality
affects employees’ available cognitive resources, which is manifested in their daily emotion
regulation ability. For deep acting and surface acting, in turn, employees need different
degrees of their emotion regulation ability, because surface acting requires more effort than
deep acting for employees (Hiilsheger & Schewe, 2011; Mesmer-Magnus et al., 2012).

Employees’ cognitive resources are either maintained (by deep acting) or depleted (by surface
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acting) (Grandey & Melloy, 2017). While deep acting is more likely to be chosen when
emotion regulation capacity is high due to good sleep quality, surface acting is more likely to
be chosen when sleep quality is low. Consequently, it can be expected that employees with a
higher daily emotion regulation ability use less surface acting and more deep acting, because
employees with a higher emotion regulation ability on a given day will try to retain their
resources and prevent themselves from using surface acting as an inauthentic and resource-
depleting strategy (Grandey & Melloy, 2017). Hence, based on these assumptions, there is
reason to believe that the daily emotion regulation ability that is available to employees—
influenced by daily sleep quality—impacts the degree of employees using deep acting and
surface acting, which leads to the following hypotheses:

Hypothesis 3. Employees’ daily emotion regulation ability a) positively influences
daily deep acting and b) negatively influences daily surface acting.

Hypothesis 4. Employees’ daily emotion regulation ability mediates the relationship
between daily sleep quality and daily (a) deep acting and (b) surface acting.

While this study proposes the dependency of the engagement in emotion regulation
strategies on individual sleep quality, and, in turn, the level of daily emotion regulation
ability, there are further influencing factors on the organizational level that could influence
the use of emotion regulation strategies. One factor in the literature that is repeatedly seen as
an influencing factor is the existence of perceived display rules (Grandey & Melloy, 2017;
Hochschild, 1983). Display rules refer to an individual’s belief about which emotions are
appropriate to express in a given situation (Brotheridge & Lee, 2003; Diefendorff & Richard,
2003), namely, that employees try to either suppress their negative emotions by surface acting
or try to change their emotions into more positive emotions by deep acting (Grandey &
Melloy, 2017). Display rules can be therefore seen as a trait-level construct that depends on

employees’ own perceptions of how they should behave at their workplace by employing
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different emotion regulation strategies (Brotheridge & Lee, 2003; Diefendorff et al., 2005).
Hence, it is possible that generally perceived display rules influence the extent to which sleep
quality affects the implementation of emotion regulation strategies, which leads to the
following hypothesis:

Hypothesis 5. The relationship between employees’ daily sleep quality and daily deep
and surface acting is moderated by employees’ perceived display rules.

5.3 Method
5.3.1 Sample

To measure the hypothesized relationships, a daily diary study spanning six
consecutive working days from Monday to Monday (i.e., the weekend was excluded) was
conducted. The data analyzed in this research were part of a larger study on daily emotional
experiences in the working context, which was conducted in the context of small firms with
fewer than 50 employees. This research context was chosen as both emotion regulation ability
and the use of beneficial emotion regulation strategies of employees in small firms is crucial
for their performance at work, and ultimately also influences the work atmosphere among
close-knit teams through interpersonal effects of emotion regulation (e.g., by either leading to
positive or negative reactions by observers) (Gabriel et al., 2020; Wilkinson, 1999). This, in
turn, potentially impacts overall small firm performance (Barnes & Watson, 2019).

For the recruitment of the research sample, a European ISO-certified online sampling
provider (ISO 20252:2019) was employed for both sample recruitment and survey hosting.
The study comprised 103 German-speaking individuals, with a total of 441 daily survey
responses. The age range of participants spanned from 19 to 68 years, with a mean age of
47.30 years (SD = 12.46), and included 53.74% females. On average, participants reported a
tenure of 10.71 years (SD = 9.36) within their respective organizations, and an average

workforce size of 15.64 employees (SD = 23.31).
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5.3.2 Procedure

Prospective participants were invited by the sample provider to participate in the
study, framed as a work-related diary study, with the incentive of earning virtual points that
could later be redeemed as vouchers. Participants were queried about their availability in the
forthcoming week, and those indicating unavailability were excluded from participation.

The baseline questionnaire encompassed various between-person variables such as
demographic characteristics as well as the measurement of general perceived display rules.
On the subsequent Monday, participants received daily email invitations at 5 p.m., prompting
their involvement in the daily diary study. Before gaining access to the daily diary survey,
participants were required to confirm that they had worked on that respective day, and were
otherwise screened out. Participants were granted until midnight on the same day to complete
their daily responses, ensuring the accuracy of the information gathered. To assess data
quality, one daily attention check was incorporated, employing the instruction “For this item,
please select strongly agree” (Barber et al., 2013).

Initially, responses from 160 participants were collected. Sixteen participants failed
one or more daily attention checks, resulting in their exclusion for the respective day, while
23 participants participated in the daily diary study for fewer than three days. An additional
62 observations were excluded because participants reported non-workdays in the daily
surveys. These exclusion criteria led to a dataset of 441 observations from 103 participants
who participated in the daily diary study for three or more days.

5.3.3 Measures

Descriptive statistics, including means, SDs, and correlations are shown in Table 5-1.

All items that were used in this study were adapted for daily measurement and used a seven-

point scale ranging from 1 (strongly disagree) to 7 (strongly agree).
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Daily sleep quality was measured with one item based on a scale by Buysse et al.
(1989), which was adapted for the use in this diary study. Participants were asked “How
would you rate your sleep quality last night?”. Past research has shown that a one-item
measure is suitable for the assessment of subjective sleep quality (Snyder et al., 2018).

Daily emotion regulation ability was measured with the three items “Today I had the
feeling that I was not in control of my emotions,” “Today I had difficulty controlling my
behavior,” and “Today I had difficulty doing the things I needed to do” based on a scale by
Lavender et al. (2017). Because the hypothesized relationships included the examination of
emotion regulation ability, rather than emotion regulation inability as in the original scale, |
reverse-coded all three items. Hence, in the descriptive and statistical analysis of this study,
results for the daily emotion regulation ability, rather than the inability are displayed. Average
day-level Cronbach’s alpha of this scale was .76.

Daily deep acting and surface acting were measured with six items from the
Emotional Labour Scale developed by Brotheridge and Lee (2003). Items for deep acting
were “Today, at work, I tried hard to actually feel the feelings I needed to show in front of
others,” “Today, at work, I tried to really feel the emotions I showed,” and “Today, at work, |
tried to actually feel the emotions I had to show in front of others.” Average day-level
Cronbach’s alpha was .91. Items for surface acting were “Today, at work, I pretended to have
emotions in front of others that I didn’t really have,” “Today, at work, I hid my true feelings
about a situation from others,” and “Today, at work, I tried not to express my true feelings in
front of others.” Average day-level Cronbach’s alpha was .91.

Perceived display rules were measured in the basis survey with four items taken from
Diefendorff et al. (2005). Items were “In my workplace, I am expected to express positive
emotions toward others as part of my job,” “My organization expects me to try to be

enthusiastic and excited when interacting with others,” “I am expected to suppress my bad
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moods or negative reactions at work,” and “My organization expects me to try to pretend that
I am not upset or worried when I actually am.” Cronbach’s alpha for this scale was .89.
5.3.4 Analytical strategy

The hierarchical nature of the data, wherein daily responses were nested within
individuals, necessitated a multilevel analysis that accounted for the interdependence between
observations at both the between-person and within-person levels (Bolger & Laurenceau,
2013). The trait variable perceived display rules, assessed during the basis survey, was
classified as second-level (between-person) data, whereas the data collected from the daily
survey, such as daily sleep quality, were classified as first-level (within-person) data (Bolger
& Laurenceau, 2013; Ohly et al., 2010).

I conducted the multilevel mediation analyses with the package lavaan (Rosseel,
2012) in R (R Core Team, 2022). First, to examine within-person and between-person
variances, I calculated intraclass correlations (ICCs) (Tomczyk et al., 2022). Analyses of the
dependent variables showed that 53.6% of the variance in emotion regulation ability was
between-person (i.e., 46.4% of the variance was within-person), 67.6% of the variance in
surface acting was between-person (i.e., 32.4% of the variance was within-person), and 63.7%
of deep acting was between-person (i.e., 36.3% of the variance was within-person).

In diary studies, in order to minimize confounding effects between levels, it is
recommended to center daily independent variables at the group mean (Bolger & Laurenceau,
2013). Conversely, variables at the between-person level should be centered at the grand
mean (Bolger & Laurenceau, 2013), which is automatically handled by the /avaan package
(Preacher et al., 2010).

5.4 Results
Table 5-2 depicts the results of the multilevel analyses. No direct effects of sleep

quality on emotion regulation strategies surface acting and deep acting were found on the
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within-person level, thereby rejecting Hypothesis 1. With regard to Hypothesis 2, employees’
daily sleep quality positively influenced employees’ emotion regulation ability (b =.12; p =
.004). Therefore, Hypothesis 2 was supported.

With regard to the influence of emotion regulation ability on emotion regulation
strategies, emotion regulation ability negatively influenced surface acting (b =-.30; p <.001),
but not deep acting, supporting Hypothesis 3b, but not 3a. Furthermore, I found indirect
effects between sleep quality and surface acting (b = -.04; p = .012), but not deep acting. This
supported Hypothesis 4b, but not 4a.

Concerning the moderating influence of perceived display rules on the relationship
between sleep quality and emotion regulation strategies, perceived display rules significantly
influenced the relationship between sleep quality and surface acting (b =-.11; p =.021), but
not deep acting. The moderating effect is visualized in Figure 5-2. Therefore, Hypothesis 5
was partially supported with regard to surface acting, but not with regard to deep acting.

Although not hypothesized, the between-person level results give further insights into
the investigated relationships. As displayed in Table 5-2, on the between-person level, there
is also a significant effect with respect to the indirect effect of sleep quality on surface acting.
This suggests that individuals with consistently better sleep quality tend to have better
emotion regulation ability, which, in turn, reduces their surface acting. Surprisingly, I also
found a significant between-level indirect effect of sleep quality on deep acting, indicating
that higher sleep quality also reduces deep acting. However, when comparing the indirect
effects of sleep quality on the engagement in emotion regulation strategies, the decrease in
surface acting (b =-.33; p <.001) is stronger than the decrease in deep acting (b =-.17; p =
.046), indicating that sleep quality on the between-person level has a stronger diminishing

effect on surface acting.
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Figure 5-2: Visualization of the interaction between sleep quality and display rules

predicting surface acting
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5.5 Discussion

The findings of this diary study revealed that employees’ daily sleep quality was
associated with a higher daily emotion regulation ability, which in turn negatively influenced
the use of daily surface acting at work. Perceived display rules had a moderating effect on the
relationship between sleep quality and surface acting. Such effects were not found for deep
acting on the within-person level—however, significant indirect effects between sleep quality
and both surface acting and deep acting were found on the between-person level. The results
have multiple implications for theory and practice.
5.5.1 Implications for theory

First, while existing studies on the relationship between sleep and emotion regulation
have specifically examined the influence of emotion regulation on sleep (Gabriel et al., 2023;
Wagner et al., 2014), this study takes the reverse perspective and focuses on employees’ sleep
quality as an antecedent of emotion regulation. More specifically, the influence of sleep
quality on emotion regulation ability was explored, which in turn showed to be influencing

emotion regulation strategy use. Thus, this study goes a step further than previous studies that
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have examined either only the relationship between sleep quality and emotion regulation
ability (Mauss et al., 2013), or the relationship between emotion regulation ability and
emotion regulation strategies (Gabriel et al., 2023; Grant, 2012; Scherer et al., 2020). The
results of this diary study partly confirm the hypothesized assumptions, as it is shown that
higher daily sleep quality leads to higher daily emotion regulation ability, which in turn leads
to less use of daily surface acting as an emotion regulation strategy. This conversely means
that employees who sleep worse on a given day have a poorer emotion regulation ability and
are therefore more likely to choose surface acting. Hence, this study shows that sleep quality
is an important component in predicting surface acting. This finding presents a significant
challenge for firms, as employees who engage in extensive surface acting within the
workplace exhibit diminished performance, job satisfaction, and well-being (Gabriel et al.,
2023; Hiilsheger & Schewe, 2011).

Remarkably, I found no relationships between daily sleep quality, emotion regulation
ability, and deep acting on the within-person level. An explanation for this could be that deep
acting, as the effort to actually create the emotions that need to be expressed (Grandey &
Gabriel, 2015), may be influenced by factors beyond daily fluctuations in emotion regulation
ability. For example, deep acting may be influenced by long-term emotional competencies,
which could explain the lack of a significant effect in this daily diary study.

At the same time, | found a between-person level effect of this relationship, that is,
sleep quality negatively influenced deep acting, mediated by emotion regulation ability on the
between-person level. This finding is in line with the aforementioned assumption that deep
acting is less subject to daily influential factors and is therefore probably more dependent on
learned emotion regulation strategy skills. The finding of an equally negative indirect effect of
sleep quality on surface acting at the between-person level suggests that individuals who

generally have better sleep quality tend to engage less in both deep acting and surface acting.
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However, the reduction in surface acting at the between-person level due to higher sleep
quality was more pronounced than the reduction in deep acting. This is consistent with the
within-person level results, which showed that the increased resources from higher sleep
quality led to a decrease in surface acting among employees.

The finding that higher sleep quality reduced both deep acting and surface acting on
the between-person level could mean that employees rather resort to more authentic behaviors
at work, and express their genuine emotions (Glomb & Tews, 2004) when they have slept
well. Since scholars see the display of genuine, authentic emotions as a potential enhancer of
employee performance at work (Diefendorff et al., 2005; Gabriel et al., 2023), this is an
important finding for both theory and practice. Organizations should implement measures to
increase employees’ sleep quality (e.g., flexible working hours), as sleep quality could reduce
potentially effortful and inauthentic emotion regulation strategies (Gabriel et al., 2023;
Grandey & Melloy, 2017). While this particularly applies to surface acting, deep acting can
also be demanding for employees and may appear inauthentic to others if employees’ true
emotions unintentionally shine through (Grandey & Melloy, 2017).

These findings also emphasize that emotion regulation is a multifaceted construct
from the strategy perspective, and it raises the question of the meaning of deep acting, its
antecedents and its consequences in the working context. Many studies have found no or
mixed findings regarding the consequences of deep acting on well-being or performance
(Gabriel et al., 2023; Hiilsheger & Schewe, 2011). Now that this study also finds no results
regarding the studied antecedents (i.e., sleep quality and emotion regulation ability) of deep
acting on the within-person level, this underscores that deep acting as a construct needs to be
better understood and the mechanisms leading to these unclear results need to be further

explored.
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Second, this study highlights the linking role of daily emotion regulation ability
between daily sleep quality and employees’ use of the emotion regulation strategy surface
acting. As the results show, there is a negative indirect effect of employees’ daily sleep
quality on surface acting, meaning that employees who ranked their day-level sleep quality as
high, also reported less daily surface acting at work, mediated by their daily emotion
regulation ability. While previous studies either focused on the relationship between sleep and
emotion regulation ability (Mauss et al., 2013), or the relationship between the general
emotion regulation ability and surface acting (Gabriel et al., 2023; Grant, 2012; Scherer et al.,
2020), the link between all three variables on the day-level has not been researched so far.
Hence, this study extends previous research and underlines that not only should employees
avoid surface acting—as implicated by extant research that pointed out the negative
consequences of this strategy (Gabriel et al., 2023; Grandey & Melloy, 2017; Hiilsheger &
Schewe, 2011)—but that it is important to tackle the problem earlier, that is, to improve
employees’ sleep quality, and thereby their daily emotion regulation ability. This could
prevent employees from engaging in surface acting in the first instance—and thereby
avoiding the negative consequences that come with it (Hiilsheger & Schewe, 2011; Mesmer-
Magnus et al., 2012).

The findings of this diary study also shed light on the perspective of emotion
regulation ability as a daily changing factor, rather than a stable trait-view as in past research
on emotion regulation (Grandey & Melloy, 2017; Pavlacic et al., 2022). The findings
implicate that emotion regulation ability is a characteristic that is changeable and fluctuating,
which means that it is also possible for employees to develop this ability further (Gabriel et
al., 2023).

Third, this study entailed the exploration of the role of perceived display rules as an

additional influencing factor for the relationship between sleep quality and use of emotion
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regulation strategies. The results suggest that individuals with stronger adherence to display
rules may be more compelled to use surface acting. The moderator effect (see Figure 5-2)
suggests that when perceived display rules are high (i.e., with stricter display rules), the
negative relationship between sleep quality and surface acting becomes more pronounced.
That means, in contexts with higher perceived display rules, better sleep quality leads to a
stronger decrease in surface acting compared to contexts with less strict display rules. Hence,
employees’ sleep quality is especially important in environments where display rules are
perceived as high. In contrast, in contexts where display rules are perceived as low, the impact
of sleep quality on surface acting seems to have no such effect.
5.5.2 Implications for practice

For organizations, the findings of this study have multiple implications. Improving
employees’ sleep quality and their emotion regulation ability is not only beneficial for
employees’ own performance at work, but also for the productivity and overall success of an
organization (Barnes & Watson, 2019). Hence, organizations should take measures to support
employees’ sleep quality and enhance their emotion regulation ability, which could include
promoting regular breaks and offering (mental) health support as well as work arrangements
that match employees’ sleep chronotypes (Kiihnel et al., 2020). The findings of this study are
especially crucial in the research context that was chosen for this study, namely, the small
firm context. As small firms are commonly dependent on each employee’s performance
(Andries & Czarnitzki, 2014), the role of their sleep quality and its impact on how employees
manage their emotions at work may be a critical resource for overall firm performance. From
a leadership perspective, this implicates that supervisors should be receptive to their
subordinates’ work-related or non-work-related difficulties and should be supportive in

addressing them. Additionally, small firms could offer training programs that place an



5. Employees’ daily sleep quality and emotion regulation at work (Essay IV) 153

emphasis on employee well-being and protecting cognitive resources by improving
employees’ sleep and emotion regulation ability.

With regard to the analysis of the influential role of perceived display rules for surface
acting, the results indicate that employees who feel that they are subject to stronger display
rules resort to more surface acting than employees with less display rules. Moreover, the
moderating effect suggested that sleep quality is even more important when employees
perceive their display rules at work as high. This in turn opens the discussion about the
meaningfulness of display rules. While display rules can make sense in certain situations to
create a framework for action, in other situations they are harmful because they promote
surface acting (Grandey et al., 2015). To create an authentic and healthy work environment,
firms should try to convey to their employees that display rules do not implicate the use of
excessive surface acting to avoid long-term harmful consequences on well-being and
performance, that also potentially impact the overall firm performance (Gabriel et al., 2023;
Grandey & Melloy, 2017).

5.5.3 Limitations and future research

This study has limitations, which in turn offer opportunities for future research. First,
in the diary survey, both independent and dependent variables were measured simultaneously,
which could lead to common method bias, as Podsakoff et al. (2003) pointed out. In future
research, it would also be beneficial to conduct dyadic studies that incorporate objective
performance assessments by coworkers or supervisors with regard to the outcome variable
surface acting. This approach would allow for a more comprehensive examination of the
dynamic and reciprocal nature of emotion regulation.

Second, participants reported their retrospective experiences of the day at the end of
the working day. Incorporating multiple daily measurement points could further enhance the

validity of the findings, as suggested by Ohly et al. (2010).
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Third, this daily diary study did not include questions designed to interrogate
contextual variables or specific types of interactions, which in turn might also influence the
use of emotion regulation strategies at the daily level. Future research could hence design
more fine-grained questionnaires that capture additional specific variables that might
influence the sleep-emotion regulation link.

Fourth, this study considers sleep quality as a precursor to emotion regulation, both at
the ability and strategy levels—whereas previous research has predominantly focused on the
opposite effect of emotion regulation on sleep quality (Fouquereau et al., 2019; Gabriel et al.,
2023; Wagner et al., 2014). Future research may therefore benefit from longitudinal studies to
gain more insights into the direction of this relationship, as the studied variables may
influence each other over time.

5.6 Conclusion

This study extends research on sleep and emotion regulation by investigating the link
between daily sleep quality and the subsequent effect on emotion regulation, both on an
ability and a strategy level. This adds to previous studies that studied the reverse link: The
impact of emotion regulation—specifically surface acting as a rather harmful strategy—on
sleep quality (Fouquereau et al., 2019; Gabriel et al., 2023; Wagner et al., 2014). The results
of this study underline the importance of sleep quality on the daily emotion regulation ability
and the subsequent decreased use of surface acting at work, which suggests that firms should
provide training programs and incite supervisors to bear employees’ work-related and non-
work-related difficulties in mind that might affect sleep quality. This, in turn, is vital to
improve employee emotion regulation ability and to avoid surface acting so that job

performance and employee well-being do not decline in the long term (Gabriel et al., 2023).
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6. Conclusion of the dissertation

To address the overarching research question “What are the antecedents and
consequences of emotion regulation strategies in entrepreneurial, young, and small firms,
and how does emotion regulation ability contribute to this?”, this dissertation presented four
essays. In the following, I will summarize the research findings and discuss their theoretical
and practical implications. Subsequently, I will outline the limitations of this dissertation and
suggest potential avenues for future research.

6.1 Summary of research findings

Essay I provided an overview of the literature on emotion regulation, emotional
intelligence, and emotion-focused coping in the entrepreneurial context with a systematic
integrative review (Cronin & George, 2020). Using the umbrella term “emotion management”
(Olson et al., 2019; Pena-Sarrionandia et al., 2015), this review highlighted how entrepreneurs
can manage their emotions to improve their well-being and performance. The resulting
framework classified the literature into emotion management as an individual ability and as
strategies (1.e., the use of strategies as a trait and as situation-specific responses), also noting
the macro- and meso-level factors, individual factors, antecedents, and consequences. The
review suggests that future research should explore how different perspectives of
entrepreneurial emotion management interrelate and extend the current understanding of
managed emotions, organizational predispositions, and outcomes, including the negative
aspects and interpersonal dynamics of entrepreneurial emotion management.

Essay II explored which emotional display strategy leaders should employ in a young
firm’s crisis situation when interacting with employees. With an experimental vignette study
using the EASI model (van Kleef, 2009), employee reactions to a leader employing deep
acting, surface acting, or displaying genuine fear were compared. Results showed that surface

acting by a leader increased employees’ negative emotions, while deep acting reduced them.
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Surface acting had a negative impact on job engagement and affective commitment, mediated
through employees’ emotional reactions, whereas deep acting showed no significant
differences compared to genuine emotions regarding these outcomes. The study suggests that
leaders in crisis situations may benefit from showing fear rather than using potentially
inauthentic emotion regulation strategies.

Essay III investigated how employees’ daily emotion regulation strategies (i.e., deep
acting and surface acting) impact creativity and performance at their work in small firms,
considering the influencing role of general emotion regulation ability. Based on COR theory
(Hobfoll, 1989), the one-week diary study showed that daily surface acting had a negative
impact on creativity and performance through affective well-being, while daily deep acting
had positive effects. Additionally, the study found that the impact of deep acting on affective
well-being was influenced by employees’ general emotion regulation ability.

Essay IV analyzed how employees’ daily sleep quality affects their daily emotion
regulation ability and the utilization of emotion regulation strategies (i.e., deep acting and
surface acting) at work. Based on the model of sleep and self-regulation (Barnes, 2012), the
results of a one-week diary study showed that improved sleep quality enhanced daily emotion
regulation ability, resulting in reduced surface acting. Notably, sleep quality did not
significantly affect deep acting. Furthermore, the study showed that the relationship between
sleep quality and surface acting was moderated by employees’ perceptions of display rules,
which implicates that sleep quality is particularly important for individuals who perceive that
they have higher display rules at work.

6.2 Theoretical implications of the dissertation
6.2.1 Exploring consequences and antecedents of emotion regulation
This dissertation investigated unique consequences and antecedents of emotion

regulation strategies relevant to the non-service organizational contexts of entrepreneurial,
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young, and small firms. As a starting point for this dissertation, Essay I delineated these
specific antecedents (e.g., uncertainty, crises), and consequences of entrepreneurial emotion
management (e.g., well-being, performance), thereby shaping the contexts and variables in the
subsequent studies in this dissertation. The review also introduced a notable distinction from
the extant service literature on emotion regulation: Entrepreneurial scholars predominantly
view emotion regulation as a positive element for entrepreneurial well-being and performance
(Cole et al., 2018), diverging from the traditional perspective in service settings where
emotion regulation is often seen as potentially harmful (Gabriel et al., 2023). This more
optimistic viewpoint introduces the concept of emotion regulation as a facilitator, not merely
an inhibitor for workplace well-being and performance (Grandey & Melloy, 2017; Lennard et
al., 2019; Troth et al., 2018), which was investigated in the subsequent essays and will be
outlined below.
6.2.1.1 Consequences of emotion regulation

In this dissertation, effective emotion regulation emerged as a pivotal factor for
affective well-being, creativity, and performance. In particular, the results in Essay III
indicated that employees’ daily engagement in surface acting in small firms adversely
affected creativity and performance due to its detrimental impact on affective well-being,
which served as a mediating factor. These results support the COR theory (Hobfoll, 1989),
indicating that surface acting is resource-depleting, and they reinforce existing meta-analytic
research that positioned surface acting as a harmful strategy (Hiilsheger & Schewe, 2011;
Kammeyer-Mueller et al., 2013; Mesmer-Magnus et al., 2012). Conversely, the study showed
that deep acting enhanced creativity and performance, mediated by affective well-being. This
finding contributes novel insights, as existing research on deep acting has yielded mixed
results with regard to affective, attitudinal, and behavioral outcomes so far (Hiilsheger &

Schewe, 2011; Kammeyer-Mueller et al., 2013).
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Therefore, the investigation of creativity and performance in this non-service context
extends extant literature on outcomes typically examined within service contexts (Gabriel et
al., 2023), by presenting a case in which emotion regulation, specifically deep acting, is
conducive rather than harmful. The positive link between deep acting, affective well-being,
creativity and performance also adds to the understanding of the underlying mechanism of
deep acting and its consequences: When employees try to act in alignment with their true
emotions by deep acting, this, according to the study’s results, also increases their affective
well-being. This may be because employees feel aligned to their emotional experiences and
therefore also to themselves (Gabriel et al., 2015). Engaging in deep acting involves
empathizing with others, shifting perspectives, and being attentive (Hiilsheger & Schewe,
2011). These processes apparently lead to more cognitive resources, which are equally
important for the creation of novel ideas and performance (Chae & Choi, 2018; Fredrickson,
2001), which is a potential explanation for why employees who use deep acting also report
more creative behaviors. Conversely, surface acting commonly leads to a feeling of alienation
due to the dissonance between felt and displayed emotions, and thus possibly to a discrepancy
with one’s own identity (Grandey & Melloy, 2017; Hochschild, 1983). This in turn decreases
employees’ resources and well-being, because they cannot show their true selves (Hobfoll,
1989), which decreases the capability to generate new ideas and to fulfill the tasks associated
with their job roles (Fredrickson & Branigan, 2005).

The findings also underscore the importance of emotion regulation strategies in
research on promoting creativity in the workplace: Employees should not only be creative and
efficient “on paper” but also possess strong emotion regulation skills, as these are, according
to the results of this study, essential for creativity and high performance. This also adds to
past research that has predominantly seen positive emotions as enabling for creativity

(Amabile et al., 2005; Bledow et al., 2013), but did not consider how the regulatable aspect of
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expressing emotions contributes to creativity. Considering that creativity and performance are
pivotal for a firm’s success, particularly in smaller firms, the implications of these findings
are especially significant in such contexts (Anderson et al., 2014; Andries & Czarnitzki, 2014;
Lua et al., 2023).

Showing that deep acting, affective well-being, creativity, and performance go hand in
hand is an important contribution to the theoretical discourse on healthy and meaningful
behavior in the workplace (Blustein et al., 2023), also applicable to larger, more established
organizations. The findings indicate that it is important for employees to engage in deep
acting within their roles, as this is essential for fostering creativity and enhancing
performance. This requirement goes beyond individual capabilities. It is equally important
that a firm’s display rules avoid promoting surface acting as a “faster”, albeit superficial and
inauthentic, strategy to regulate emotions (Moin et al., 2020). Instead, firms should ensure
that employees have the time, knowledge, and resources to utilize deep acting (Grandey et al.,
2015).

In exploring the consequences of emotion regulation strategies, past research has
identified not only deep acting and surface acting as distinct strategies, but has also
highlighted that individuals have the option to express their genuine emotions at work
(Diefendorff et al., 2005; Hiilsheger et al., 2015). Examining this third category provides a
novel perspective, contrasting with earlier research that predominantly compared deep acting
and surface acting (e.g., Fisk & Friesen, 2012; Moin, 2018; Wang & Seibert, 2015).

The distinct consequences of the three strategies in the specific context of a crisis were
studied in Essay II. Drawing on the EASI model (van Kleef, 2009), the results reveal that
deep acting by leaders decreased employees’ fear, but that deep acting was just as effective
for employees’ reactions (i.e., their job engagement and affective commitment) as genuine

emotions (i.e., in this case, displaying fear). Furthermore, surface acting showed to be a less
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advisable strategy, because it created negative emotions (i.e., hostility) among employees.
Considering emotion regulation as a strategic choice of leaders, this research suggests that
leaders could choose to show their genuine emotions in crisis situations, which challenges
prior assumptions that it is always more favorable for leaders to regulate their emotions over
the display of negative emotions (Humphrey et al., 2015; Humphrey et al., 2008).

Exploring the outcomes of displaying genuine emotions raises the question of whether
it is always preferable to express true feelings, instead of regulating them. In younger and
smaller firms, a stark contrast emerges regarding the norms of emotional display compared to
those in the service industry and possibly even in more traditional, larger corporations (Burch
et al., 2013; Grandey, 2000). Unlike service roles, where expressing authentic negative
emotions like anger, frustration, or anxiety may be inappropriate (Grandey, 2000), leaders in
young firms, that often lack (formal) display rules, might deem it suitable to share their
genuine emotions, including negative emotions, such as fear (Burch et al., 2013).

Simultaneously, it is imperative to balance the personal consequences of emotion
regulation with how these strategies are perceived by others. While this essay did not explore
this aspect, the display of genuine emotions can lead to less exhaustion in comparison to
emotion regulation (Martinez-Ifiigo et al., 2007), suggesting that in specific situations,
expressing genuine emotions might be advisable. However, the effect of revealing genuine
emotions significantly depends on the nature of the emotion in question (Batchelor et al.,
2018). For example, while expressing anger can sometimes foster proactivity, it often
aggravates one’s negative emotions and leads to counterproductive behaviors (Lebel, 2017).
Such expressions of anger could also elicit unfavorable responses from employees, for
instance resentment and diminished engagement, which could ultimately destabilize an

organization (Madera & Smith, 2009). Consequently, research comparing emotion regulation
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and the expression of genuine emotions must always take into account the contextual
circumstances.
6.2.1.2 Antecedents of emotion regulation

Turning to potential antecedents of emotion regulation strategies, research has
predominantly focused on situational factors (e.g., stressful interactions, conflicts) so far
(Gabriel et al., 2023; Grandey, 2003; Grandey & Gabriel, 2015), but there is still much to be
learned about the influence of individual factors that may decrease the use of harmful emotion
regulation strategies (Grandey & Melloy, 2017), such as employees’ sleep quality.

In the context of small firms, where the impact of each employee’s performance is
magnified due to limited resources (Greene et al., 1997), understanding individual factors like
sleep quality and its impact on employees’ behaviors is imperative (Barnes & Watson, 2019).
While previous studies have already revealed the detrimental impact of emotion regulation,
specifically surface acting, on sleep quality (Fouquereau et al., 2019; Gabriel et al., 2023;
Wagner et al., 2014), Essay IV suggested sleep quality as a precursor to surface acting and
deep acting. I investigated this relationship with the sleep and self-regulation model (Barnes,
2012), that draws on neuroscientific evidence that low sleep quality impairs emotion
regulation by diminishing brain activity in the amygdala and prefrontal cortex, which are
critical areas for emotional control (Beauregard et al., 2001; Ochsner et al., 2004).

The findings of this study reveal that better sleep quality reduces the likelihood of
engaging in surface acting, mediated by enhanced daily emotion regulation ability.
Conversely, the results in this study showed that daily sleep quality did not influence deep
acting on the within-person level, suggesting its roots in more stable abilities rather than daily
influential factors. This distinction emphasizes that deep acting may be less variable than
surface acting, and points out that deep acting may be more inherent to employees’ traits,

rather than the occasional use of surface acting.
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The findings underscore that surface acting is not only a result of interactions at work
(Boyd et al., 2015; Grandey & Melloy, 2017; Hochschild, 1983), but that it is also influenced
by the daily available cognitive resources of individuals as a result of their sleep quality (Ni
Zhang et al., 2022). Within the broader discourse on workplace well-being, sleep quality has
already been recognized as a significant factor contributing to employees’ effectiveness at
work (Chamorro-Premuzic, 2020). The recognition of sleep quality as an influential factor for
emotion regulation not only broadens the scope of research, but also underscores its integral
role in promoting healthy behaviors both within and outside the workplace (Huo & Jiang,
2023).

Moreover, the negative influence of sleep quality on surface acting was more
pronounced for employees with high display rules, highlighting the significant impact of
workplace norms on employee behavior (Ekman & Friesen, 1969; Grandey, 2000;
Hochschild, 1983; Rafaeli & Sutton, 1989). That is, employees with stronger display rules
(i.e., employees who feel they underlie more norms in their respective firms regarding their
emotional expressions) rely more on surface acting. The moderating effect suggests that high
sleep quality reduces surface acting even more for employees with higher display rules,
underlining the importance of sleep quality for these employees.

The findings underscore the importance for firms to create work environments that are
conducive for employees’ sleep quality (e.g., by regular breaks) so that employees engage in
less surface acting; and to potentially reduce the psychological burden imposed by display
rules (Grandey et al., 2015). This is particularly relevant in resource-constrained
environments like small firms (Greene et al., 1997), where minimizing surface acting is vital
for maintaining employee performance, creativity, and well-being, as shown in Essay III.

To sum up, this dissertation extends the literature on antecedents and consequences of

emotion regulation. It corroborates existing findings on surface acting as being detrimental,
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affecting not only the individuals practicing it, but also others (Fisk & Friesen, 2012; Moin,
2018). However, improving personal predispositions, like daily sleep quality, can lead to a
decreased use of surface acting. Interpreting the results related to deep acting offers a positive
perspective on emotion regulation. The findings demonstrated advantages of deep acting for
creativity and performance, which may, in turn, enhance the overall performance of the firm
(Sayre et al., 2021; van Gelderen et al., 2017; Xanthopoulou et al., 2018). Furthermore, the
findings from the specific crisis situation studied in this dissertation indicate that both a
leader’s deep acting and the display of genuine emotions can play beneficial roles in
maintaining employee commitment and engagement.

6.2.2 Linking emotion regulation strategies and emotion regulation ability

The essays in this dissertation presented a nuanced analysis of emotion regulation
within non-service organizational contexts, considering emotion regulation both as a set of
strategies and as an inherent ability (Gabriel et al., 2023; Grandey & Gabriel, 2015). This dual
perspective addressed a gap in the literature that typically studies emotion regulation as either
an ability or a strategy, while research on the interdependence of the two aspects and thus
their simultaneous measurement is still limited (Scherer et al., 2020).

This dissertation examined emotion regulation ability as an influencing factor for
emotion regulation strategies, both as a general ability and a daily fluctuating factor. Essay III
showed that emotion regulation ability enhances the positive effects of deep acting on
affective well-being, illustrating the link between the general emotion regulation ability and
the daily use of emotion regulation strategies. The findings suggest that employees with
higher emotion regulation abilities feel more effective in aligning their felt emotions with
their displayed emotions (Hiilsheger & Schewe, 2011). The successful engagement in deep
acting also enhances the feeling of authenticity when interacting with others (Gabriel et al.,

2023; Grandey & Gabriel, 2015), which in turn contributes to increased affective well-being.
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Additionally, higher emotion regulation ability can protect employees from potential adverse
effects, such as emotional exhaustion, that are not only associated with surface acting, but can
possibly also result from deep acting (Grandey & Melloy, 2017), thereby further enhancing
affective well-being.

Essay IV examined emotion regulation ability from the perspective of a daily
changing ability, shedding new light on this ability by emphasizing that it is not just a stable
personality trait as framed in the majority of past research, but can change on a daily basis
(Lavender et al., 2017; Pavlacic et al., 2022). This also underlines the variability and hence
influenceability of this ability, which implies that individuals can improve their (daily)
emotion regulation ability by adjusting external influencing factors (i.e., in this case, their
sleep quality).

By investigating the link between emotion regulation ability and emotion regulation
strategies (Grandey & Melloy, 2017; Scherer et al., 2020), this dissertation also offers new
insights for emotional intelligence scholars (Salovey & Mayer, 1990). Although extant
research has repeatedly stated that emotional intelligence and, specifically, the subdimension
of emotion regulation ability, may be an influential factor for emotion regulation strategies
(Gabriel et al., 2023), it is not entirely clear what an emotionally intelligent behavior with
regard to the use of strategies would actually imply. As the results in Essay I showed, leaders
could benefit from either displaying genuine emotions or using the strategy of deep acting
during crisis. As showing genuine emotions is a less resource-intensive and a similarly
authentic strategy as deep acting (Humphrey et al., 2015), it would be advisable to show
genuine emotions, hence, reflecting a potential higher emotion regulation ability and therefore
more “emotionally intelligent” behavior in this very specific context. However, as already
discussed in detail above, the rationality of showing genuine emotions must always be

evaluated in relation to the specific emotion and the situational context.
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6.2.3 Novel approaches to studying intrapersonal and interpersonal perspectives

This dissertation extends previous research by demonstrating novel approaches to
exploring intrapersonal and interpersonal perspectives of emotion regulation (Fisk & Friesen,
2012; Gabriel et al., 2020). First, this dissertation extends past research on the intrapersonal
perspective that has so far predominantly focused on the stable trait use of emotion regulation
strategies (Hiilsheger et al., 2015; Pavlacic et al., 2022; Sayre et al., 2021; Trougakos et al.,
2015), and emotion regulation as a constant individual ability (Lavender et al., 2017; Salovey
& Mayer, 1990). Specifically, this dissertation utilized two daily diary studies to examine the
impact of emotion regulation strategies on employees’ intrapersonal outcomes, specifically,
affective well-being, creativity, and performance, and to investigate the role of sleep quality
as a daily predictor of emotion regulation abilities and the use of strategies.

The daily approach to explore intrapersonal variables reflects a methodological
approach in emotion regulation research that is still in its infancy, particularly in the non-
service organizational context, reflecting a more reliable way to study emotion regulation
dynamics (Lennard et al., 2019; van Gelderen et al., 2017; Xanthopoulou et al., 2018), and
providing the opportunity to study both within-person and between-person effects
simultaneously. This has yielded intriguing findings. As already mentioned above, surface
acting had a consistently indirect negative effect on creativity and performance at the within-
level. However, at the between-level, surface acting surprisingly showed direct positive
effects on creativity and extra-role performance. This indicates that employees who generally
engage in more surface acting tend to be more creative and exhibit higher performance at
work. A potential explanation for this finding might be that surface acting and the feigning of
emotions itself requires a degree of creativity, thereby potentially requiring similar cognitive
processes as being creative (Chae & Choi, 2018; Fredrickson, 2001). However, as

consistently showed in past research, the results have to be interpreted in light of other
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potential consequences of using emotion regulation strategies, specifically surface acting,
which may arise in the long term, including potentially harmful impact on well-being and job
satisfaction (Hiilsheger & Schewe, 2011; Mesmer-Magnus et al., 2012).

With regard to intrapersonal antecedents of emotion regulation, in Essay IV, I
highlighted the role of daily sleep quality as a significant predictor for less frequent daily
surface acting, mediated by daily emotion regulation ability. This daily approach to studying
emotion regulation ability offers a new perspective, as most research has focused on emotion
regulation ability as an ability individuals either possess or lack (Lavender et al., 2017;
Pavlacic et al., 2022). In this study, I examined emotion regulation ability as an ability that
can vary daily (Lavender et al., 2017), influenced by personal factors such as sleep quality.
This dynamic perspective is intriguing because it suggests that this ability can also be
developed or learned (Gabriel et al., 2023). This has implications for research, indicating a
need for a more dynamic approach. It is essential to identify other influencing factors that can
lead to fluctuations in emotion regulation ability (e.g., physical activity, mental or physical
preconditions) and could therefore decrease surface acting.

While both diary studies in Essays III and IV focused on the intrapersonal perspective,
studying emotion regulation in non-service contexts also implicates that individuals working
in firms are part of a larger whole—especially in the context of small and young firms, where
teams usually work closely together, and their behavior can potentially influence others
(Atkinson, 2007; Wilkinson, 1999). Although both diary studies specifically examined the
intrapersonal perspective, they also have interpersonal implications, because beneficial
emotion regulation strategies, such as deep acting, can also influence team dynamics and
relationships (Gabriel et al., 2023; Gabriel et al., 2020; Troth et al., 2018). This is not only
important in the organizational contexts studied in this dissertation, but also in other work

environments in larger or established firms, where employees increasingly value
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environments where empathetic communication and collaboration are recognized as vital
components of success (Blustein et al., 2023; Madrid et al., 2019).

Essay II delved deeper into this interpersonal perspective by specifically focusing on
the leadership role in young firms. This study highlighted that emotion regulation impacts not
only individuals but also their interactions within the workplace, emphasizing the
interpersonal implications of emotion regulation in non-service organizational contexts (Fisk
& Friesen, 2012; Gabriel et al., 2020; Wang & Seibert, 2015). Here, unlike the transient
interactions typical of the service sector (Gabriel et al., 2020; Hu & Shi, 2015), individuals
engage in long-term collaborations, making interpersonal relationships at work more
meaningful (Troth et al., 2018).

Furthermore, specifically in a crisis context, leaders have to think about how they can
motivate their employees and lead through a crisis (Anwar et al., 2023; Ramli et al., 2022; Wu
et al., 2021). The findings of Essay II suggest that in such contexts, leaders’ authentic display
of negative emotions, in this case their fear, can be just as effective in eliciting employee
affective commitment and job engagement as deep acting. This challenges the traditional
assumption in the literature that suggested the superiority of emotion regulation over the
expression of genuine negative emotions to prevent adverse outcomes (Humphrey, 2012;
Humphrey et al., 2015).

The study thereby contributes to the understanding of authentic leadership as an
inherently interpersonal concept (Luthans & Avolio, 2003). Contrary to earlier research that
linked authentic leadership mainly to the expression of positive emotions (Ilies et al., 2005;
Luthans & Avolio, 2003), this investigation explores the potential of leaders expressing
negative emotions, thereby expanding the scope of authentic leadership to include a broader

spectrum of emotional expressions in engaging with employees.
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This is equally important when considering relationships in larger firms. In today’s
work culture, the quality of workplace relationships becomes paramount, underscoring the
need for shared commitment to collective goals (Blustein et al., 2023). Although financial
difficulties in large and established firms might in most case not be as dramatic as in young
firms, the implication that employees value authentic leaders are transferable to these
organizational contexts as well (Aw et al., 2019; Cha et al., 2019).

6.3 Practical implications of the dissertation

The increasing awareness of the importance of emotional well-being in the workplace
(McKinsey & Company 2023a; Sonnentag et al., 2023) has shaped the research presented in
this dissertation, highlighting the critical role of emotion regulation. In an era marked by
unprecedented uncertainties and novel crises (McKinsey & Company 2020; Shepherd, 2020;
Sonnentag et al., 2023), understanding the advantages and disadvantages of emotion
regulation and adopting effective strategies is more essential than ever (Anwar et al., 2023;
Gabriel et al., 2023; Wu et al., 2021). In light of increasing global political and economic
tensions, it is plausible that uncertainty in the workplace will occur more frequently (Grebe et
al., 2024), making emotion regulation as a crucial factor for well-being, performance, and
health in the workplace even more important in the future.

Emotion regulation is a pivotal topic for both employees and leaders across various
organizational contexts, underscoring its significance for firms ranging from entrepreneurial,
young, and small, but also to more established and larger firms. Consequently, the insights
derived from this dissertation hold critical implications not only for the contexts studied in the
respective essays, but also for enhancing individuals’ engagement and performance in
established firms.

First, the results of the essays have specific practical implications in the context of

high-stress environments like entrepreneurial firms (Burch et al., 2013). As delineated in



6. Conclusion of the dissertation 169

Essay I, this significantly applies to entrepreneurial firms as contexts marked by uncertainty
and stress (Schindehutte et al., 2006; Shepherd et al., 2009), underscoring the importance of
mastering emotion regulation ability and the use of suitable emotion regulation strategies for
overcoming challenges and fostering well-being (Burch et al., 2013). This essay encouraged
entrepreneurs to leverage emotion regulation as a strategic resource, considering its influence
not only on themselves but also on their teams and overall firm dynamics and success (Huy &
Zott, 2019).

Second, and building on the notion that emotion regulation is not only important for
the individual, but has an interpersonal component (Gabriel et al., 2020; Troth et al., 2018),
the interpersonal lens should be considered especially during challenging times (Wu et al.,
2021). Despite the flexibility leaders in entrepreneurial and young firms potentially have in
expressing their emotions in contrast to larger and more traditional firms (Burch et al., 2013),
not all strategies are equally effective, especially during crisis, as shown in Essay II. The
findings indicate that authenticity in emotional expressions is key to avoiding negative
outcomes on employees. Leaders struggling to regulate emotions convincingly by deep acting
should hence consider to resort to expressing genuine emotions, thereby preventing negative
employee reactions by (unintentional) surface acting, which could worsen already difficult
situations. In sum, leaders should serve as role models and be aware of how their behavior
impacts their employees. This also links to the larger debate about employees’ desire for
authentic leadership (Agote et al., 2016). Especially in times of war for talent, organizations
need to be aware of the turnover intentions that can be triggered when employees do not feel
valued by their leaders (Beijer et al., 2024). Feeling valued and appreciated can enhance the
perceived meaningfulness of work and increase commitment and motivation (Blustein et al.,

2023). This also has implications for large and established organizations where employees
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also may potentially prefer leaders who are mindful of their own and their employees’
emotional well-being, and lead in an authentic and honest way.

Third, Essay III emphasized the critical need for effective emotion regulation
strategies for creativity and performance (Atkinson, 2007; de Jong & Den Hartog, 2007;
Laguna et al., 2021). Employees and managers should be aware of how the use of emotion
regulation strategies can be potentially resource-depleting with negative consequences for
their creativity and performance (Hobfoll, 1989). Spending the entire day pretending to feel
emotions is exhausting for employees, and surface acting, in particular, can lead to a sense of
alienation (Grandey & Melloy, 2017). This might also lead to employees perceive their work
as less meaningful. Leaders should try to prevent this and make their employees feel that they
can bring their authentic selves to work. This can be achieved, for example, through training,
workshops, and promoting healthy display rules. While display rules can have advantages in
providing orientation in interpersonal situations, they are only helpful when they do not
prescribe the engagement in harmful emotion regulation strategies (Grandey et al., 2015).

This is not only important for the context of small firms that has been studied in this
study, but also for large firms that, in the face of the war for talent (Chambers et al., 1998),
must ensure that they communicate the firm culture in such a way that potential employees do
not feel they will need to constantly engage in surface acting in their work roles. Furthermore,
the findings regarding the impact of emotion regulation on creativity and performance are
equally important for larger firms who have to stay competitive in economies that are rapidly
changing (Lua et al., 2023).

Fourth, the exploration of the interdependence between emotion regulation strategies
and emotion regulation ability, as particularly examined in Essay III and Essay IV, holds
substantial relevance for practical application in firms. It is critical for organizational leaders

to grasp the complexities of emotion regulation ability and the meaning of emotion regulation
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strategies: Despite the already widespread recognition of emotional intelligence with emotion
regulation ability as a sub concept (Mayer & Salovey, 1997), knowledge about various
emotion regulation strategies in organizations is equally important. It is imperative for firms
to integrate the topic of emotion regulation ability into their training and development
initiatives, raising awareness among employees and managers about how to avoid harmful
emotion regulation strategies such as surface acting (Gabriel et al., 2023).

Fifth, focusing on sleep quality as a precursor to effective emotion regulation, as
investigated in Essay IV, it is evident that maintaining good sleep quality is essential for
employees and their performance at work (Barnes & Watson, 2019). This not only enhances
employees’ daily emotion regulation ability, but also reduces the tendency to engage in
surface acting at work, which is potentially harmful (Gabriel et al., 2023). In contexts with
high display rules, sleep quality is particularly important for decreasing the use of surface
acting. Leaders should consider the challenges employees face professionally and personally,
which, in turn, could affect their sleep quality, and offer supportive measures. These could
include to encourage regular breaks and flexible working arrangements that fit employees’
chronotypes, that is, their distinct biological clocks (Kiihnel et al., 2020), or the
implementation of training programs that focus on workplace well-being, with an emphasis
on improving sleep quality and emotion regulation ability.

Sixth, these findings also have practical implications given the changing needs of
employees. In the past, topics such as workplace wellbeing, including aspects such as sleep
quality, were often neglected (Barnes, 2012). However, today’s generations are placing
increasing emphasis on these areas, also influenced by the desire for authenticity in the
workplace (McKinsey & Company 2023b; Weeks & Schaffert, 2019). This could mean that
employees see emotion regulation as an additional burden that is better avoided. It is unlikely

that harmful emotion regulation strategies like surface acting will disappear from the
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workplace completely. However, the current trends towards more authenticity, well-being,
and health will continue to drive changes in the future.
6.4 Limitations

Although this dissertation has several theoretical and practical implications, the
chosen methodological and contextual approaches are not without limitations. First, one
limitation of the research presented in this dissertation relates to the issue of common method
bias, specifically, same-source bias, inherent in the quantitative studies due to data being
collected from a single perspective within each sample (Podsakoff et al., 2003). For instance,
to accurately assess the impact of emotion regulation strategies within a workplace setting, it
would be necessary to gather perspectives from both the individual engaging in emotion
regulation, as well as observers. This limitation suggests that future research could benefit
from adopting a dyadic study approach, where data is simultaneously collected from
interacting pairs, such as employees and their direct supervisors or colleagues. Such an
approach would provide a more complete understanding of the emotion regulation strategies
during interpersonal interactions and their effectiveness from more than one viewpoint. This
could also offer the opportunity to investigate additional factors (e.g., preexisting
relationships between leader and employees or coworkers) that might influence how emotion
regulation strategies are carried out, how they affect the individual, and how they are
perceived by observers. This is particularly important in the organizational context—unlike
most interactions with customers in many service contexts, interactions with others in firms
are often recurring and can be influenced by previous experiences and existing relationships
with others (Gabriel et al., 2020; Hu & Shi, 2015).

Second, a limitation that arises when conducting vignette studies, such as in Essay I,
is its reliance on hypothetical scenarios to elicit responses from participants. While this

method allows for control over variables and the exploration of specific situations, it may not



6. Conclusion of the dissertation 173

fully capture the complexity and nuance of real-life experiences (Aguinis & Bradley, 2014;
Taylor, 2005). Participants’ responses to vignettes might not accurately reflect their actual
behaviors or decisions in real situations due to factors such as social desirability bias, lack of
emotional engagement with the hypothetical scenario, or the inability to foresee all the
variables that would influence their behaviors in reality (Atzmiiller & Steiner, 2010). This gap
between hypothetical and real-life responses can limit the external validity of the findings,
making it challenging to generalize the results to actual behaviors outside the controlled
conditions of the study (Aguinis & Bradley, 2014). However, as Highhouse (2007) noted, this
would probably only concern the effect size, rather than the direction of effects.

Third, the studies in this dissertation were each conducted in limited time frames.
Although the diary studies encompassed a methodological valid design, it would be useful to
measure the emotional experiences of employees or managers multiple times, for example
both in the morning and evening (Wagner et al., 2014; Zhan et al., 2016). In general, it would
be beneficial to conduct longitudinal studies on how emotion regulation ability and the use of
emotion regulation strategies evolve over time (Gabriel et al., 2023).

Fourth, this dissertation’s three quantitative studies utilized samples from Germany, a
country known for its culture that favors direct emotional expressions (Schunk et al., 2021).
Had the research included participants from the U.S. or China, the outcomes might have
varied: For instance, expressing genuine emotions like fear such as in the vignette study in
Essay II might have seemed less realistic in a Chinese workplace setting, where there is
usually an expectation for minimal emotional expression, with employees and managers often
encouraged to suppress their feelings (Allen et al., 2014). Similarly, in the U.S., the display
rules might diverge, with a prevalent expectation for individuals to consistently exhibit

positivity and enthusiasm (Grandey et al., 2010), which could have influenced the results of
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the diary studies, as the display rules in these contexts would have potentially led to a positive
influence on the use of acting strategies.
6.5 Future research
6.5.1 Conceptualizations of emotion regulation

It is clear that there are still open questions in research regarding both emotion
regulation strategies and emotion regulation ability. To date, deep acting and surface acting
are still the standard way to explore emotion regulation strategies in the work context, and
only a few researchers explored new categories of strategies (Alabak et al., 2023; Gabriel et
al., 2023). As a distinct and so far understudied emotion regulation strategy, the expression of
genuine emotions was explored in Essay II, and it was found to be a viable option for leaders
to show genuine emotions in this specific context. However, there is still much to be
discovered about the role of genuine emotions (Gabriel et al., 2023; Lennard et al., 2019).
This concerns both the intrapersonal and interpersonal perspectives, that is, how different
types of positive (e.g., joy, enthusiasm) or negative (e.g., guilt, envy) genuine emotions affect
the individuals themselves and others in different situations in contrast to regulating emotions.

As another addition to the comparison of deep acting and surface acting, a study by
Gabriel et al. (2015) found that there are different actor profiles, including non-actors, low-
actors, and regulators as additional categories to deep and surface acting, which could provide
a more realistic picture of strategies. This could be further explored, specifically in non-
service contexts, and it would be interesting to see, for example, whether leaders or
employees who adopt certain strategies are more successful in their jobs, are perceived as
more likable, or have better work relationships.

In addition, previous research has predominantly investigated the upregulation of
negative emotions (Tamir & Ford, 2012), while the downregulation of positive emotions has

been mainly associated with employees in occupational roles that prescribe the need to
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display negative emotions when employees are actually feeling positive emotions (e.g., police
officers or undertakers) (van Gelderen et al., 2017). In the non-service organizational context,
however, it would be equally interesting to investigate whether and how employees or leaders
regulate their positive emotions, for example, in situations where both parties want to display
more strictness, such as in performance review meetings or salary negotiations.

Regarding emotion regulation ability, there is also still a need to understand the
relationship with emotion regulation strategies in more detail. While this dissertation focused
primarily on emotion regulation ability for individual purposes, future research could further
investigate interpersonal emotion regulation ability. Underexplored questions include, for
example, how interpersonal emotion regulation ability relates to the use of strategies aimed at
regulating not only one’s own emotions, but also which distinct strategies are used to actively
regulate others’ emotions. Emotion regulation research could benefit from looking at adjacent
research domains, for example research that uses scales that measure the emotion regulation
of others and oneself simultaneously (Niven et al., 2011). In this domain, studies have shown
that affect-improving strategies of leaders lead to innovation (Madrid et al., 2019) and team
citizenship behavior (Madrid et al., 2018).

6.5.2 Research contexts

Shifting emotion regulation research to organizational contexts is crucial, and the
choice to study entrepreneurial, young, and small firms as contexts charged with emotional
experiences (Burch et al., 2013), restricted resources (Sahut & Peris-Ortiz, 2014), and the
dependency on innovation (Andries & Czarnitzki, 2014) was suitable to answer the research
questions of this dissertation. Although this led to a wide range of points of connection, also
in the broader non-service organizational context, using different organizational contexts such

as entrepreneurial, young, and small firms comes at the expense of the depth of the analyses.
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Future research should therefore focus on selecting specific contexts and utilizing the
opportunities for further investigation highlighted in these essays to provide targeted insights.

Various key developments concerning the stronger focus on well-being in the
workplace influenced the essays and their specific research contexts in this dissertation.
Today, however, there are two other key developments that I did not consider, but which offer
diverse paths for future research in the field of emotion regulation. These key developments
involve the ongoing globalization and the technologization of the workplace, which led, for
instance, to the increasing use of video meetings in remote work contexts (Johnson & Mabry,
2022), as well as the increasing automation of work and human-computer interaction through
artificial intelligence (AI) (Kemp, 2023).

First, the process of globalization has led to more interconnected economies, making it
common for firms to operate across multiple countries. The role of emotion regulation in
cross-cultural teams has not yet been extensively explored (Hui et al., 2017), despite the
potential for cultural differences in perceived display rules, emotion expressions, and
regulation strategies that could lead to misunderstandings or varying perceptions of emotion
regulation strategies (Allen et al., 2014; Mastracci & Adams, 2018). This could be aggravated
by the physical distance of team members in virtual teams, and examining the role of leaders
who lead these cross-cultural teams, could offer valuable insights (Parush & Zaidman, 2023).

Second, the increasing prevalence of video meetings has given rise to the term zoom
fatigue, a term that describes the exhaustion people often feel after video meetings (Nesher
Shoshan & Wehrt, 2022). Recent studies suggest that this aversion may stem from the
constant acting required during video meeting (Johnson & Mabry, 2022), and initial research
indicates that especially surface acting is more frequent in video meetings (Johnson & Mabry,
2022). However, there is a lack of comprehensive research comparing emotion regulation

between video and in-person meetings. Regarding deep acting, it might be that employees
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engage in more effort in face-to-face meetings because display rules are perceived to be
higher in physical setting. As for genuine emotions, it is similarly unclear whether they are
more pronounced in personal meetings or in video meetings, where the latter might provide a
sense of a safe environment (Gabriel et al., 2023), thereby potentially promoting the
expression of genuine emotions.

Third, a relatively new development in management is the increasing automation of
work tasks using Al (Budhwar et al., 2023). One example is the use of generative Al tools, for
instance ChatGPT (Berg et al., 2023; OpenAl, 2022). Generative Al offers the possibility to
automate routine tasks, make work tasks more efficient (Budhwar et al., 2023), and it is likely
to also affect the emotional experience at work, as existing studies on human-computer
interactions have shown (Brave & Nass, 2007; Lee & Sun, 2023; Tang et al., 2023). The
potential efficiency gain in work tasks through the use of ChatGPT can potentially reduce
employees’ work stress (Paul et al., 2023), thus also affecting the daily emotional states of
employees and their need for emotion regulation. For employees with a lot of customer
contact, ChatGPT could for example automate the handling of customer interactions
(Korzynski et al., 2023), thereby reducing the emotional burden on employees. Moreover,
previous research has shown that human-computer interactions can affect employees’
emotional states depending on whether they are either satisfied or dissatisfied with the system
(Jia et al., 2023). A higher emotion regulation ability, as well as the use of beneficial emotion
regulation strategies, could hence be advantageous when employees are dissatisfied with the
system. At the same time, the provided support by systems such as ChatGPT could also lead
to a feeling of being no longer needed at work, which could also affect the overall emotional
states and self-perceptions of employees (Jia et al., 2023), and hence, make a higher emotion

regulation ability necessary to deal with these changed working conditions.
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6.6 Summary

In summary, this dissertation explored antecedents and consequences of emotion
regulation in the contexts of entrepreneurial, small, and young firms, and shed light on
emotion regulation as a set of strategies and as an ability, from both intrapersonal and
interpersonal viewpoints. The results of this dissertation can be integrated into various key
developments in the working world and are hence applicable to the broader organizational
context. Emotion regulation is an important factor when it comes to the relevance of well-
being and (mental) health topics in uncertain times (Blustein et al., 2023; McKinsey &
Company 2023a; Sonnentag et al., 2023), and the ongoing necessity of firms to remain
innovative and competitive through employee creativity and performance (Laguna et al.,
2021; Lua et al., 2023; Williamson et al., 2019). Employees and managers alike should view
emotion regulation as a strategic resource (Huy & Zott, 2019), which can help enhance

individual well-being, commitment, performance and overall firm success.



7. References 179

7. References

Agote, L., Aramburu, N., & Lines, R. (2016). Authentic leadership perception, trust in the
leader, and followers’ emotions in organizational change processes. The Journal of

Applied Behavioral Science, 52(1), 35-63. https://doi.org/10.1177/0021886315617531

Aguinis, H., & Bradley, K. J. (2014). Best practice recommendations for designing and
implementing experimental vignette methodology studies. Organizational Research
Methods, 17(4), 351-371. https://doi.org/10.1177/1094428114547952

Ahmed, A., Ucbasaran, D., Cacciotti, G., Williams, T., Ahmed, A. E., Ucbasaran, D.,

Cacciotti, G., & Williams, T. A. (2022). Integrating psychological resilience, stress,
and coping in entrepreneurship: a critical review and research agenda.
Entrepreneurship Theory and Practice, 46(3), 497-538.
https://doi.org/10.1177/10422587211046542

Ahmetoglu, G., Leutner, F., & Chamorro-Premuzic, T. (2011). EQ-nomics: Understanding

the relationship between individual differences in trait emotional intelligence and
entrepreneurship. Personality and Individual Differences, 51(8), 1028—1033.
https://doi.org/10.1016/].paid.2011.08.016

Alabak, M., Hiilsheger, U., Schepers, J., Kalokerinos, E. K., & Verduyn, P. (2023). Going

beyond deep and surface acting: a bottom-up taxonomy of strategies used in response
to emotional display rules. European Journal of Work and Organizational
Psychology, 32(5), 617-631. https://doi.org/10.1080/1359432X.2023.2221853

Allen, J. A., Diefendorff, J. M., & Ma, Y. (2014). Differences in emotional labor across

cultures: A comparison of Chinese and U.S. service workers. Journal of Business and
Psychology, 29(1), 21-35. https://doi.org/10.1007/s10869-013-9288-7
Allen, J. S., Stevenson, R. M., O'Boyle, E. H., & Seibert, S. (2020). What matters more for

entrepreneurship success? A meta-analysis comparing general mental ability and
emotional intelligence in entrepreneurial settings. Strategic Entrepreneurship Journal,
15(3), 352-376. https://doi.org/10.1002/sej.1377

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,

continuance and normative commitment to the organization. Journal of Occupational
Psychology, 63(1), 1-18. https://doi.org/10.1111/1.2044-8325.1990.Tb00506.X
Amabile, T. M., Barsade, S. G., Mueller, J. S., & Staw, B. M. (2005). Affect and creativity at
work. Administrative Science Quarterly, 50(3), 367-403.
https://doi.org/10.2189/asqu.2005.50.3.367



https://doi.org/10.1177/0021886315617531
https://doi.org/10.1177/1094428114547952
https://doi.org/10.1177/10422587211046542
https://doi.org/10.1016/j.paid.2011.08.016
https://doi.org/10.1080/1359432X.2023.2221853
https://doi.org/10.1007/s10869-013-9288-7
https://doi.org/10.1002/sej.1377
https://doi.org/10.1111/j.2044-8325.1990.Tb00506.X
https://doi.org/10.2189/asqu.2005.50.3.367

7. References 180

Andersén, J. (2017). What about the employees in entrepreneurial firms? A multi-level
analysis of the relationship between entrepreneurial orientation, role ambiguity, and
social support. International Small Business Journal, 35(8), 969—990.
https://doi.org/10.1177/0266242617690797

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A review
and recommended two-step approach. Psychological Bulletin, 103(3), 411-423.
https://doi.org/10.1037/0033-2909.103.3.411

Anderson, N., Poto¢nik, K., & Zhou, J. (2014). Innovation and creativity in organizations: A
state-of-the-science review, prospective commentary, and guiding framework. Journal

of Management, 40(5), 1297-1333. https://doi.org/10.1177/0149206314527128

Andries, P., & Czarnitzki, D. (2014). Small firm innovation performance and employee
involvement. Small Business Economics, 43(1), 21-38.
https://doi.org/10.1007/s11187-014-9577-1

Anton, S. G., & Onofrei, M. (2016). Public policies to support entrepreneurship and SMEs.

Empirical evidences from Romania. Transylvanian Review of Administrative Sciences,
12(47), 5-19.

Anwar, A., Coviello, N., & Rouziou, M. (2023). Weathering a crisis: A multi-level analysis of
resilience in young ventures. Entrepreneurship Theory and Practice, 47(3), 864—892.
https://doi.org/10.1177/10422587211046545

Arnold, K. A., Connelly, C. E., Walsh, M. M., & Ginis, K. A. M. (2015). Leadership styles,

emotion regulation, and burnout. Journal of Occupational Health Psychology, 20(4),
481-490. https://doi.org/10.1037/a0039045

Ashforth, B. E., & Humphrey, R. H. (1993). Emotional labor in service roles: The influence
of identity. The Academy of Management Review, 18(1), 88—115.
https://doi.org/10.5465/amr.1993.3997508

Ashforth, B. E., & Humphrey, R. H. (1995). Emotion in the workplace: A reappraisal. Human
Relations, 48(2), 97-125. https://doi.org/10.1177/001872679504800201

Ashkanasy, N. M., & Dorris, A. D. (2017). Emotions in the workplace. Annual Review of

Organizational Psychology and Organizational Behavior, 4, 67-90.
https://doi.org/10.1146/annurev-orgpsych-032516-113231

Atkinson, C. (2007). Building high performance employment relationships in small firms.

Employee Relations, 29(5), 506—519. https://doi.org/10.1108/01425450710776317

Atkinson, C. (2008). An exploration of small firm psychological contracts. Work,
Employment and Society 22(3), 447-465. https://doi.org/10.1177/0950017008093480



https://doi.org/10.1177/0266242617690797
https://doi.org/10.1037/0033-2909.103.3.411
https://doi.org/10.1177/0149206314527128
https://doi.org/10.1007/s11187-014-9577-1
https://doi.org/10.1177/10422587211046545
https://doi.org/10.1037/a0039045
https://doi.org/10.5465/amr.1993.3997508
https://doi.org/10.1177/001872679504800201
https://doi.org/10.1146/annurev-orgpsych-032516-113231
https://doi.org/10.1108/01425450710776317
https://doi.org/10.1177/0950017008093480

7. References 181

Atzmiiller, C., & Steiner, P. M. (2010). Experimental vignette studies in survey research.
Methodology, 6(3), 128—138. https://doi.org/10.1027/1614-2241/a000014
Aw, S. S. Y., Ilies, R., & Pater, I. E. d. (2019). Dispositional empathy, emotional display

authenticity, and employee outcomes. The Journal of Applied Psychology, 105(9),
1036-1046, Article Journal Article. https://doi.org/10.1037/apl0000471
Barber, L. K., Barnes, C. M., & Carlson, K. D. (2013). Random and systematic error effects

of insomnia on survey behavior. Organizational Research Methods, 16(4), 616—649.

https://doi.org/10.1177/1094428113493120

Barber, L. K., & Munz, D. C. (2011). Consistent-sufficient sleep predicts improvements in
self-regulatory performance and psychological strain. Stress and Health, 27(4), 314—
324. https://doi.org/10.1002/smi.1364

Barnes, C. M. (2012). Working in our sleep: Sleep and self-regulation in organizations.
Organizational Psychology Review, 2(3), 234-257.
https://doi.org/10.1177/2041386612450181

Barnes, C. M., & Watson, N. F. (2019). Why healthy sleep is good for business. Sleep
Medicine Reviews, 47, 112—118. https://doi.org/10.1016/j.smrv.2019.07.005

Baron, R. A. (2008). The role of affect in the entrepreneurial process. The Academy of
Management Review, 33(2), 328-340. https://doi.org/10.2307/20159400

Barsade, S. G. (2002). The ripple effect: Emotional contagion and its influence on group
behavior. Administrative Science Quarterly, 47(4), 644—675.
https://doi.org/10.2307/3094912

Batchelor, J., Humphrey, R., & Burch, G. (2018). How entrepreneurial leaders use emotional
labour to improve employee attitudes and firm performance. International Journal of
Work Organisation and Emotion, 9(4), 383—403.
https://doi.org/10.1504/IJWOE.2018.10018295

Bates, D., Méchler, M., Bolker, B., & Walker, S. (2014). Fitting linear mixed-effects models
using lme4. Journal of Statistical Software, 67(1), 1-48.
https://doi.org/10.18637/jss.v067.i01

Beal, D. J., & Weiss, H. M. (2003). Methods of ecological momentary assessment in
organizational research. Organizational Research Methods, 6, 440—464.

https://doi.org/10.1177/1094428103257361

Begley, T. M. (1995). Using founder status, age of firm, and company growth rate as the basis
for distinguishing entrepreneurs from managers of smaller businesses. Journal of

Business Venturing, 10(3), 249-263. https://doi.org/10.1016/0883-9026(94)00023-N



https://doi.org/10.1027/1614-2241/a000014
https://doi.org/10.1037/apl0000471
https://doi.org/10.1177/1094428113493120
https://doi.org/10.1002/smi.1364
https://doi.org/10.1177/2041386612450181
https://doi.org/10.1016/j.smrv.2019.07.005
https://doi.org/10.2307/20159400
https://doi.org/10.2307/3094912
https://doi.org/10.1504/IJWOE.2018.10018295
https://doi.org/10.18637/jss.v067.i01
https://doi.org/10.1177/1094428103257361
https://doi.org/10.1016/0883-9026(94)00023-N

7. References 182

Beijer, S. E., Knappert, L., & Stephenson, K. A. (2024). “It doesn't make sense to stick with
old patterns”: How leaders adapt their behavior to foster inclusion in a disruptive

context. Journal of Organizational Behavior, 1-29. https://doi.org/10.1002/j0b.2766

Belkin, L. Y., & Kong, D. T. (2021). Supervisor companionate love expression and elicited
subordinate gratitude as moral-emotional facilitators of voice amid COVID-19. The
Journal of Positive Psychology, 17(6), 832—846.
https://doi.org/10.1080/17439760.2021.1975157

Berg, J. M., Raj, M., & Seamans, R. (2023). Capturing value from artificial intelligence.
Academy of Management Discoveries, 9(4), 424—428.
https://doi.org/10.5465/amd.2023.0106

Bhave, D. P., & Glomb, T. M. (2016). The role of occupational emotional labor requirements
on the surface acting—job satisfaction relationship. Journal of Management, 42(3),
722-741. https://doi.org/10.1177/0149206313498900

Bindl, U. K., Parker, S. K., Sonnentag, S., & Stride, C. B. (2022). Managing your feelings at

work, for a reason: The role of individual motives in affect regulation for
performance-related outcomes at work. Journal of Organizational Behavior, 43(7),

1251-1270. https://doi.org/10.1002/j0b.2628

Bledow, R., Rosing, K., & Frese, M. (2013). A dynamic perspective on affect and creativity.
Academy of Management Journal, 56, 432—450.
https://doi.org/10.5465/amj.2010.0894

Blustein, D. L., Lysova, E. 1., & Duffy, R. D. (2023). Understanding decent work and

meaningful work. Annual Review of Organizational Psychology and Organizational

Behavior, 10, 289-314. https://doi.org/10.1146/annurev-orgpsych-031921-024847

Bolger, N., & Laurenceau, J.-P. (2013). Intensive longitudinal methods: An introduction to
diary and experience sampling research. Guilford Press.

Boyd, C. M., Hayward, R. M., Tuckey, M. R., Dollard, M. F., & Dormann, C. H. (2015).
Emotion work in service occupations: Links to well-being and job performance. In
Well-being and performance at work: The role of context (pp. 53—74). Psychology
Press.

Brackett, M. A., Rivers, S. E., Shiffman, S., Lerner, N., & Salovey, P. (2006). Relating
emotional abilities to social functioning: a comparison of self-report and performance
measures of emotional intelligence. Journal of Personality and Social Psychology

91(4), 780. https://doi.org/10.1037/0022-3514.91.4.780



https://doi.org/10.1002/job.2766
https://doi.org/10.1080/17439760.2021.1975157
https://doi.org/10.5465/amd.2023.0106
https://doi.org/10.1177/0149206313498900
https://doi.org/10.1002/job.2628
https://doi.org/10.5465/amj.2010.0894
https://doi.org/10.1146/annurev-orgpsych-031921-024847
https://doi.org/10.1037/0022-3514.91.4.780

7. References 183

Brave, S., & Nass, C. (2007). Emotion in human-computer interaction. In The Human-
Computer Interaction Handbook (pp. 103—118). CRC Press.

Breugst, N., Domurath, A., Patzelt, H., & Klaukien, A. (2012). Perceptions of entrepreneurial
passion and employees' commitment to entrepreneurial ventures. Entrepreneurship
Theory and Practice, 36(1), 171-192. https://doi.org/10.1111/j.1540-
6520.2011.00491.x

Breugst, N., Patzelt, H., & Shepherd, D. A. (2020). When is effort contagious in new venture

management teams? Understanding the contingencies of social motivation theory.
Journal of Management Studies, 57, 1556—1588. https://doi.org/10.1111/joms.12546
Brooks, A. W., Huang, K., Abi-Esber, N., Buell, R. W., Huang, L., & Hall, B. (2019).

Mitigating malicious envy: Why successful individuals should reveal their failures.
Journal of Experimental Psychology: General, 148(4), 667—-687.
https://doi.org/10.1037/xge0000538

Brotheridge, C. M., & Grandey, A. A. (2002). Emotional labor and burnout: Comparing two

perspectives of “people work™. Journal of Vocational Behavior, 60(1), 17-39.
https://doi.org/10.1006/jvbe.2001.1815
Brotheridge, C. M., & Lee, R. T. (2003). Development and validation of the emotional labour

scale. Journal of Occupational and Organizational Psychology, 76(3), 365-379.
https://doi.org/10.1348/096317903769647229

Brundin, E., Liu, F., & Cyron, T. (2021). Emotion in strategic management: A review and
future research agenda. Long Range Planning, 55(4), 102144,
https://doi.org/10.1016/.1rp.2021.102144

Budhwar, P., Chowdhury, S., Wood, G., Aguinis, H., Bamber, G. J., Beltran, J. R., Boselie,
P., Lee Cooke, F., Decker, S., DeNisi, A., Dey, P. K., Guest, D., Knoblich, A. J.,

Malik, A., Paauwe, J., Papagiannidis, S., Patel, C., Pereira, V., Ren, S., ... Varma, A.
(2023). Human resource management in the age of generative artificial intelligence:
Perspectives and research directions on ChatGPT. Human Resource Management
Journal, 33(3), 606—659. https://doi.org/10.1111/1748-8583.12524

Burch, G. F., Batchelor, J. H., & Humphrey, R. H. (2013). Emotional labor for entrepreneurs:

A natural and necessary extension. Entrepreneurship Research Journal, 3(3), 331—
366. https://doi.org/10.1515/erj-2012-0022
Buysse, D. J., Reynolds, C. F., Monk, T. H., Berman, S. R., & Kupfer, D. J. (1989). The

Pittsburgh sleep quality index: A new instrument for psychiatric practice and research.

Psychiatry Research, 28, 193-213. https://doi.org/10.1016/0165-1781(89)90047-4



https://doi.org/10.1111/j.1540-6520.2011.00491.x
https://doi.org/10.1111/j.1540-6520.2011.00491.x
https://doi.org/10.1111/joms.12546
https://doi.org/10.1037/xge0000538
https://doi.org/10.1006/jvbe.2001.1815
https://doi.org/10.1348/096317903769647229
https://doi.org/10.1016/j.lrp.2021.102144
https://doi.org/10.1111/1748-8583.12524
https://doi.org/10.1515/erj-2012-0022
https://doi.org/10.1016/0165-1781(89)90047-4

7. References 184

Byrne, B. M., Shavelson, R. J., & Muthén, B. (1989). Testing for the equivalence of factor
covariance and mean structures: The issue of partial measurement invariance.

Psychological Bulletin, 105(3), 456—466. https://doi.org/10.1037/0033-2909.105.3.456

Cacciotti, G., & Hayton, J. C. (2015). Fear and entrepreneurship: A review and research
agenda. International Journal of Management Reviews, 17(2), 165-190.
https://doi.org/10.1111/ijmr.12052

Cha, S. E., Hewlin, P. F., Roberts, L. M., Buckman, B. R., Leroy, H., Steckler, E. L.,

Ostermeier, K., & Cooper, D. (2019). Being your true self at work: Integrating the
fragmented research on authenticity in organizations. Academy of Management

Annals, 13(2), 633—671. https://doi.org/10.5465/annals.2016.0108

Chae, H., & Choi, J. N. (2018). Routinization, free cognitive resources and creativity: The
role of individual and contextual contingencies. Human Relations, 72(2), 420—443.
https://doi.org/10.1177/0018726718765630

Chambers, E. G., Foulon, M., Handfield-Jones, H., Hankin, S., & Michaels, E. (1998). The
war for talent. The McKinsey Quarterly, 3, 44-57.

Chi, N.-W., Chang, H.-T., & Huang, H.-L. (2015). Can personality traits and daily positive

mood buffer the harmful effects of daily negative mood on task performance and
service sabotage? A self-control perspective. Organizational Behavior and Human
Decision Processes, 131, 1-15. https://doi.org/10.1016/1.0bhdp.2015.07.005

Chi, N.-W., & Grandey, A. A. (2016). Emotional labor predicts service performance

depending on activation and inhibition regulatory fit. Journal of Management, 45(2),
673-700. https://doi.org/10.1177/0149206316672530
Chi, N.-W., Grandey, A. A., Diamond, J. A., & Krimmel, K. R. (2011). Want a tip? Service

performance as a function of emotion regulation and extraversion. Journal of Applied

Psychology, 96, 1337-1346. https://doi.org/10.1037/a0022884

Chirania, V., & Dhal, S. K. (2018). A systematic literature review of emotional intelligence
and entrepreneurial abilities. Journal of Entrepreneurship and Management, 7(1), 10—
16.

Cole, M. L., Cox, J. D., & Stavros, J. M. (2018). SOAR as a mediator of the relationship
between emotional intelligence and collaboration among professionals working in
teams: Implications for entrepreneurial teams. Sage Open, 8(2), 1-12.

https://doi.org/10.1177/2158244018779109

Cooney, T. M. (2005). Editorial: What is an Entrepreneurial Team? International Small
Business Journal, 23(3), 226-235. https://doi.org/10.1177/0266242605052131



https://doi.org/10.1037/0033-2909.105.3.456
https://doi.org/10.1111/ijmr.12052
https://doi.org/10.5465/annals.2016.0108
https://doi.org/10.1177/0018726718765630
https://doi.org/10.1016/j.obhdp.2015.07.005
https://doi.org/10.1177/0149206316672530
https://doi.org/10.1037/a0022884
https://doi.org/10.1177/2158244018779109
https://doi.org/10.1177/0266242605052131

7. References 185

Corner, P. D., Singh, S., & Pavlovich, K. (2017). Entrepreneurial resilience and venture
failure. International Small Business Journal-Researching Entrepreneurship, 35(6),
687-708. https://doi.org/10.1177/0266242616685604

Cote, S., Hideg, 1., & van Kleef, G. A. (2013). The consequences of faking anger in

negotiations. Journal of Experimental Social Psychology, 49(3), 453—463.
https://doi.org/10.1016/j.Jesp.2012.12.015

Cote, S., van Kleef, G. A., & Sy, T. (2013). The social effects of emotion regulation in
organizations. In A. A. Grandey, J. M. Diefendorft, & D. E. Rupp (Eds.), Emotional

labor in the 21st century: Diverse perspectives on emotion regulation at work (pp. 79—
100). Routledge.

Cronin, M. A., & George, E. (2020). The why and how of the integrative review.
Organizational Research Methods, 26(1), 168—192.
https://doi.org/10.1177/1094428120935507

Cross, B., & Travaglione, A. (2003). The untold story: Is the entrepreneur of the 21st century
defined by emotional intelligence? The International Journal of Organizational
Analysis, 11(3), 221-228. https://doi.org/10.1108/eb028973

D’Intino, R. S., Goldsby, M. G., Houghton, J. D., & Neck, C. P. (2007). Self-leadership: A

process for entrepreneurial success. Journal of Leadership & Organizational Studies,
13(4), 105-120. https://doi.org/10.1177/10717919070130040101
da Costa, C. G., Zhou, Q., & Ferreira, A. 1. (2020). State and trait anger predicting creative

process engagement-the role of emotion regulation. Journal of Creative Behavior,
54(1), 5-19. https://doi.org/10.1002/jocb.236
Dasborough, M. T., Ashkanasy, N. M., Humphrey, R. H., Harms, P. D., Credé¢, M., & Wood,

D. (2021). Does leadership still not need emotional intelligence? Continuing “The
Great EI Debate”. The Leadership Quarterly, 33(6), 101539.
https://doi.org/10.1016/j.leaqua.2021.101539

Dasborough, M. T., & Scandura, T. (2021). Leading through the crisis: “Hands oft” or
“Hands-on”? Journal of Leadership & Organizational Studies, 29(2), 219-223.
https://doi.org/10.1177/15480518211036472

De Clercq, D., & Pereira, R. (2022). Pandemic fears, family interference with work, and
organizational citizenship behavior: Buffering role of work-related goal congruence.

European Management Review, 19(3), 508—523. https://doi.org/10.1111/emre.12502



https://doi.org/10.1177/0266242616685604
https://doi.org/10.1016/j.Jesp.2012.12.015
https://doi.org/10.1177/1094428120935507
https://doi.org/10.1108/eb028973
https://doi.org/10.1177/10717919070130040101
https://doi.org/10.1002/jocb.236
https://doi.org/10.1016/j.leaqua.2021.101539
https://doi.org/10.1177/15480518211036472
https://doi.org/10.1111/emre.12502

7. References 186

De Cock, R., Denoo, L., & Clarysse, B. (2020). Surviving the emotional rollercoaster called
entrepreneurship: The role of emotion regulation. Journal of Business Venturing,

35(2), 1-18. https://doi.org/10.1016/j.jbusvent.2019.04.004

de Jong, J. P. J., & Den Hartog, D. N. (2007). How leaders influence employees' innovative
behaviour. European Journal of Innovation Management, 10(1), 41-64.
https://doi.org/10.1108/14601060710720546

de Mol, E., Cardon, M. S., de Jong, B., Khapova, S. N., & Elfring, T. (2020). Entrepreneurial

passion diversity in new venture teams: An empirical examination of short- and long-
term performance implications. Journal of Business Venturing, 35(4), 105965.
https://doi.org/10.1016/]j.jbusvent.2019.105965

Delgado-Garcia, J. B., Quevedo-Puente, E., & Blanco-Mazagatos, V. (2015). How affect

relates to entrepreneurship: A systematic review of the literature and research agenda.
International Journal of Management Reviews, 17(2), 191-211.
https://doi.org/10.1111/ijmr.12058

Diefendorft, J. M., Croyle, M. H., & Gosserand, R. H. (2005). The dimensionality and

antecedents of emotional labor strategies. Journal of Vocational Behavior, 66(2), 339—
357. https://doi.org/10.1016/1.jvb.2004.02.001
Diefendorft, J. M., & Richard, E. M. (2003). Antecedents and consequences of emotional

display rule perceptions. Journal of Applied Psychology, 88(2), 284-294.
https://doi.org/10.1037/0021-9010.88.2.284
Diefendorft, J. M., Richard, E. M., & Yang, J. (2008). Linking emotion regulation strategies

to affective events and negative emotions at work. Journal of Vocational behavior,
73(3), 498-508. https://doi.org/10.1016/1.jvb.2008.09.006
Diestel, S., Rivkin, W., & Schmidt, K.-H. (2015). Sleep quality and self-control capacity as

protective resources in the daily emotional labor process: results from two diary
studies. The Journal of Applied Psychology, 100(3), 809—827.
https://doi.org/10.1037/a0038373

Dillon, W. R., Kumar, A., & Mulani, N. (1987). Offending estimates in covariance structure
analysis: Comments on the causes of and solutions to Heywood cases. Psychological

Bulletin, 101(1), 126—-135. https://doi.org/10.1037/0033-2909.101.1.126

Drnovsek, M., Ortqvist, D., & Wincent, J. (2010). The effectiveness of coping strategies used
by entrepreneurs and their impact on personal well-being and venture performance.
Zbornik Radova Ekonomskog Fakulteta U Rijeci-Proceedings of Rijeka Faculty of
Economics, 28(2), 193-220.


https://doi.org/10.1016/j.jbusvent.2019.04.004
https://doi.org/10.1108/14601060710720546
https://doi.org/10.1016/j.jbusvent.2019.105965
https://doi.org/10.1111/ijmr.12058
https://doi.org/10.1016/j.jvb.2004.02.001
https://doi.org/10.1037/0021-9010.88.2.284
https://doi.org/10.1016/j.jvb.2008.09.006
https://doi.org/10.1037/a0038373
https://doi.org/10.1037/0033-2909.101.1.126

7. References 187

Dudenhoffer, S., & Dormann, C. (2013). Customer-related social stressors and service
providers' affective reactions. Journal of Organizational Behavior, 34(4), 520-539.
https://doi.org/10.1002/j0b.1826

Dufour, L., Andiappan, M., & Banoun, A. (2019). The impact of emotions on stakeholder

reactions to organizational wrongdoing. European Management Review, 16(3), 761—

779. https://doi.org/10.1111/emre.12141

Eager, B., Grant, S. L., & Maritz, A. (2019). Classifying coping among entrepreneurs: is it
about time? Journal of Small Business and Enterprise Development, 26(4), 486—503.
https://doi.org/10.1108/JSBED-02-2018-0064

Ekman, P., & Friesen, W. V. (1969). The repertoire of nonverbal behavior: Categories,
origins, usage, and coding. semiotica, 1(1), 49-98.

Elfenbein, H. A. (2023). Emotion in organizations: Theory and research. Annual Review of
Psychology, 74(1), 489-517. https://doi.org/10.1146/annurev-psych-032720-035940

Engel, Y., Noordijk, S., Spoelder, A., & van Gelderen, M. (2021). Self-compassion when

coping with venture obstacles: Loving-kindness meditation and entrepreneurial fear of
failure. Entrepreneurship Theory and Practice, 45(2), 263-290.
https://doi.org/10.1177/1042258719890991

Ensley, M. D., Hmieleski, K. M., & Pearce, C. L. (2006). The importance of vertical and

shared leadership within new venture top management teams: Implications for the
performance of startups. The Leadership Quarterly, 17(3), 217-231.
https://doi.org/10.1016/j.leaqua.2006.02.002

Ensley, M. D., Pearce, C. L., & Hmieleski, K. M. (2006). The moderating effect of

environmental dynamism on the relationship between entrepreneur leadership
behavior and new venture performance. Journal of Business Venturing, 21(2), 243—
263. https://doi.org/10.1016/j.jbusvent.2005.04.006

Fisk, G. M., & Friesen, J. P. (2012). Perceptions of leader emotion regulation and LMX as

predictors of followers' job satisfaction and organizational citizenship behaviors. The

Leadership Quarterly, 23(1), 1-12. https://doi.org/10.1016/j.leaqua.2011.11.001

Fodor, O. C., & Pintea, S. (2017). The "emotional side" of entrepreneurship: A meta-analysis
of the relation between positive and negative affect and entrepreneurial performance.
Frontiers in Psychology, 8, 310. https://doi.org/10.3389/fpsyg.2017.00310

Fouquereau, E., Morin, A. J. S., Lapointe, E., Mokounkolo, R., & Gillet, N. (2019).

Emotional labour profiles: Associations with key predictors and outcomes. Work &

Stress, 33(3), 268-294. https://doi.org/10.1080/02678373.2018.1502835



https://doi.org/10.1002/job.1826
https://doi.org/10.1111/emre.12141
https://doi.org/10.1108/JSBED-02-2018-0064
https://doi.org/10.1146/annurev-psych-032720-035940
https://doi.org/10.1177/1042258719890991
https://doi.org/10.1016/j.leaqua.2006.02.002
https://doi.org/10.1016/j.jbusvent.2005.04.006
https://doi.org/10.1016/j.leaqua.2011.11.001
https://doi.org/10.3389/fpsyg.2017.00310
https://doi.org/10.1080/02678373.2018.1502835

7. References 188

Fredrickson, B. L. (2001). The role of positive emotions in positive psychology - The
broaden-and-build theory of positive emotions. American Psychologist, 56(3), 218—
226. https://doi.org/10.1037//0003-066x.56.3.218

Fredrickson, B. L., & Branigan, C. (2005). Positive emotions broaden the scope of attention
and thought-action repertoires. Cognition & Emotion, 19(3), 313-332.
https://doi.org/10.1080/02699930441000238

Frese, M., & Gielnik, M. M. (2023). The psychology of entrepreneurship: Action and process.
Annual Review of Organizational Psychology and Organizational Behavior, 10(1),
137-164. https://doi.org/10.1146/annurev-orgpsych-120920-055646

Gabriel, A. S., Daniels, M. A., Diefendorff, J. M., & Greguras, G. J. (2015). Emotional labor

actors: A latent profile analysis of emotional labor strategies. Journal of Applied
Psychology, 100(3), 863—879. https://doi.org/10.1037/a0037408
Gabriel, A. S., Diefendorft, J. M., & Grandey, A. A. (2023). The acceleration of emotional

labor research: Navigating the past and steering toward the future. Personnel
Psychology, 76(2), 511-545. https://doi.org/10.1111/peps.12576
Gabriel, A. S., Koopman, J., Rosen, C. C., Arnold, J. D., & Hochwarter, W. A. (2020). Are

coworkers getting into the act? An examination of emotion regulation in coworker
exchanges. Journal of Applied Psychology, 105, 907-929.
https://doi.org/10.1037/apl0000473

Gagnon, S., & Monties, V. (2023). Interpersonal emotion regulation strategies: Enabling
flexibility in high-stress work environments. Journal of Organizational Behavior,
44(1), 84-101. https://doi.org/10.1002/j0b.2660

Gardner, W. L., Fischer, D., & Hunt, J. G. (2009). Emotional labor and leadership: A threat to
authenticity? The Leadership Quarterly, 20(3), 466—482.
https://doi.org/10.1016/j.leaqua.2009.03.011

Geiser, C., & Lockhart, G. (2012). A comparison of four approaches to account for method
effects in latent state—trait analyses. Psychological Methods, 17(2), 255-283.
https://doi.org/10.1037/a0026977

Geng, Z. Z., Liu, C., Liu, X. M., & Feng, J. (2014). The effects of emotional labor on

frontline employee creativity. International Journal of Contemporary Hospitality

Management, 26(7), 1046—1064. https://doi.org/10.1108/IJCHM-12-2012-0244

George, J. M., & Zhou, J. (2002). Understanding when bad moods foster creativity and good
ones don't: The role of context and clarity of feelings. The Journal of Applied
Psychology, 87(4), 687-697. https://doi.org/10.1037/0021-9010.87.4.687



https://doi.org/10.1037/0003-066x.56.3.218
https://doi.org/10.1080/02699930441000238
https://doi.org/10.1146/annurev-orgpsych-120920-055646
https://doi.org/10.1037/a0037408
https://doi.org/10.1111/peps.12576
https://doi.org/10.1037/apl0000473
https://doi.org/10.1002/job.2660
https://doi.org/10.1016/j.leaqua.2009.03.011
https://doi.org/10.1037/a0026977
https://doi.org/10.1108/IJCHM-12-2012-0244
https://doi.org/10.1037/0021-9010.87.4.687

7. References 189

George, J. M., & Zhou, J. (2007). Dual tuning in a supportive context: Joint contributions of
positive mood, negative mood, and supervisory behaviors to employee creativity.
Academy of Management Journal, 50(3), 605—-622.
https://doi.org/10.5465/amj.2007.25525934

Glomb, T. M., & Tews, M. J. (2004). Emotional labor: A conceptualization and scale

development. Journal of Vocational Behavior, 64(1), 1-23.
https://doi.org/10.1016/S0001-8791(03)00038-1
Gochmann, V., Ohly, S., & Kotte, S. (2022). Diary studies, a double-edged sword? An

experimental exploration of possible distortions due to daily reporting of social
interactions. Journal of Organizational Behavior, 43(7), 1209—-1223.
https://doi.org/10.1002/j0b.2633

Goleman, D. (1998). Working with emotional intelligence. Bantam Books.

Goodman, S. A., & Svyantek, D. J. (1999). Person—organization fit and contextual
performance: Do shared values matter. Journal of Vocational Behavior, 55(2), 254—
275. https://doi.org/10.1006/jvbe.1998.1682

Gorgievski, M. J., Moriano, J. A., & Bakker, A. B. (2014). Relating work engagement and

workaholism to entrepreneurial performance. Journal of Managerial Psychology,
29(2), 106—121. https://doi.org/10.1108/IMP-06-2012-0169
Grandey, A., Rafaeli, A., Ravid, S., Wirtz, J., & Steiner, D. D. (2010). Emotion display rules

at work in the global service economy: the special case of the customer. Journal of

Service Management, 21(3), 388—412. https://doi.org/10.1108/09564231011050805

Grandey, A. A. (2000). Emotion regulation in the workplace: A new way to conceptualize
emotional labor. Journal of Occupational Health Psychology, 5(1), 95-110.
https://doi.org/10.1037//1076-8998.5.1.95

Grandey, A. A. (2003). When "the show must go on": Surface acting and deep acting as
determinants of emotional exhaustion and peer-rated service delivery. Academy of
Management Journal, 46(1), 86—96. https://doi.org/10.5465/30040678

Grandey, A. A., Dickter, D. N., & Sin, H.-P. (2004). The customer is not always right:

customer aggression and emotion regulation of service employees. Journal of
Organizational Behavior, 25(3), 397—418. https://doi.org/10.1002/j0b.252
Grandey, A. A., Fisk, G. M., Mattila, A. S., Jansen, K. J., & Sideman, L. A. (2005). Is

“service with a smile” enough? Authenticity of positive displays during service
encounters. Organizational Behavior and Human Decision Processes, 96(1), 38-55.

https://doi.org/10.1016/j.0bhdp.2004.08.002



https://doi.org/10.5465/amj.2007.25525934
https://doi.org/10.1016/S0001-8791(03)00038-1
https://doi.org/10.1002/job.2633
https://doi.org/10.1006/jvbe.1998.1682
https://doi.org/10.1108/JMP-06-2012-0169
https://doi.org/10.1108/09564231011050805
https://doi.org/10.1037/1076-8998.5.1.95
https://doi.org/10.5465/30040678
https://doi.org/10.1002/job.252
https://doi.org/10.1016/j.obhdp.2004.08.002

7. References 190

Grandey, A. A., & Gabriel, A. S. (2015). Emotional labor at a crossroads: Where do we go
from here? Annual Review of Organizational Psychology and Organizational
Behavior, 2(1), 323-349. https://doi.org/10.1146/annurev-orgpsych-032414-111400

Grandey, A. A., & Melloy, R. C. (2017). The state of the heart: Emotional labor as emotion

regulation reviewed and revised. Journal of Occupational Health Psychology, 22(3),
407—422. https://doi.org/10.1037/0cp0000067

Grandey, A. A., Rupp, D., & Brice, W. N. (2015). Emotional labor threatens decent work: A
proposal to eradicate emotional display rules. Journal of Organizational Behavior,
36(6), 770—785. https://doi.org/10.1002/j0b.2020

Grant, A. M. (2012). Rocking the boat but keeping It steady: The role of emotion regulation

in employee voice. Academy of Management Journal, 56(6), 1703—1723.
https://doi.org/10.5465/amj.2011.0035

Grebe, M., Kandemir, S., & Tillmann, P. (2024). Uncertainty about the war in Ukraine:
Measurement and effects on the German economy. Journal of Economic Behavior &
Organization, 217, 493-506. https://doi.org/10.1016/j.jeb0.2023.11.015

Greene, P. G., Brush, C. G., & Brown, T. E. (1997). Resources in small firms: An exploratory
study. Journal of Small Business Strategy, 8(2), 25—40.

Gross, J. J. (1998). The emerging field of emotion regulation: An integrative review. Review

of General Psychology, 2(3), 271-299. https://doi.org/10.1037/1089-2680.2.3.271

Gross, J. J. (2015). Emotion regulation: Current status and future prospects. Psychological
Inquiry, 26(1), 1-26. https://doi.org/10.1080/1047840X.2014.940781
Groth, M., Bindl, U. K., Wang, K., & van Kleef, G. A. (2023). How social roles shape

interpersonal affect regulation at work. Organizational Psychology Review, 14(1), 25—
88. https://doi.org/10.1177/20413866231208048

Gu, Y., You, X., & Wang, R. (2020). Workplace surface acting and employee insomnia: A
moderated mediation model of psychological detachment and dispositional
mindfulness. The Journal of Psychology, 154(5), 367-385.
https://doi.org/10.1080/00223980.2020.1757595

Guarana, C. L., Ryu, J. W., O'Boyle, E. H., Lee, J., & Barnes, C. M. (2021). Sleep and self-

control: A systematic review and meta-analysis. Sleep Medicine Reviews, 59, 101514.

https://doi.org/10.1016/j.smrv.2021.101514

Haltiwanger, J., Jarmin, R. S., & Miranda, J. (2013). Who creates jobs? Small versus large
versus young. The Review of Economics and Statistics, 95(2), 347-361.
https://doi.org/10.1162/REST _a_00288



https://doi.org/10.1146/annurev-orgpsych-032414-111400
https://doi.org/10.1037/ocp0000067
https://doi.org/10.1002/job.2020
https://doi.org/10.5465/amj.2011.0035
https://doi.org/10.1016/j.jebo.2023.11.015
https://doi.org/10.1037/1089-2680.2.3.271
https://doi.org/10.1080/1047840X.2014.940781
https://doi.org/10.1177/20413866231208048
https://doi.org/10.1080/00223980.2020.1757595
https://doi.org/10.1016/j.smrv.2021.101514
https://doi.org/10.1162/REST_a_00288

7. References 191

Hatak, 1., & Snellman, K. (2017). The influence of anticipated regret on business start-up
behaviour. International Small Business Journal, 35(3), 349-360.
https://doi.org/10.1177/0266242616673421

He, V. F., Sirén, C., Singh, S., Solomon, G., & von Krogh, G. (2018). Keep calm and carry

on: Emotion regulation in entrepreneurs' learning from failure. Entrepreneurship
Theory and Practice, 42(4), 605—630. https://doi.org/10.1177/1042258718783428
Hennig-Thurau, T., Groth, M., Paul, M., & Gremler, D. D. (2006). Are all smiles created

equal? How emotional contagion and emotional labor affect service relationships.

Journal of Marketing, 70(3), 58—73. https://doi.org/10.1509/jmkg.70.3.058

Herzog, W., Boomsma, A., & Reinecke, S. (2007). The model-size effect on traditional and
modified tests of covariance structures. Structural Equation Modeling, 14(3), 361—

390. https://doi.org/10.1080/10705510701301602

Highhouse, S. (2007). Designing experiments that generalize. Organizational Research
Methods, 12(3), 554-566. https://doi.org/10.1177/1094428107300396
Hill, N., Zhang, H., Zhang, X., & Ziwei, Y. (2020). The impact of surface and deep acting on

employee creativity. Creativity Research Journal, 32, 287-298.
https://doi.org/10.1080/10400419.2020.1821564

Hmieleski, K. M., & Baron, R. A. (2009). Entrepreneurs' optimism and new venture
performance: A social cognitive perspective. Academy of Management Journal, 52(3),
473-488. https://doi.org/10.5465/amj.2009.41330755

Hmieleski, K. M., & Cole, M. S. (2022). Laughing All the Way to the Bank: The Joint Roles

of Shared Coping Humor and Entrepreneurial Team-Efficacy in New Venture
Performance. Entrepreneurship Theory and Practice, 10422587211046543.
https://doi.org/10.1177/10422587211046543

Hobfoll, S. E. (1989). Conservation of resources. A new attempt at conceptualizing stress.
American Psychologist, 44(3), 513—524. https://doi.org/10.1037//0003-066x.44.3.513
Hochschild, A. R. (1983). The managed heart: Commercialization of human feeling.

University of California Press.

Hu, J., He, W., & Zhou, K. (2020). The mind, the heart, and the leader in times of crisis: How
and when COVID-19-triggered mortality salience relates to state anxiety, job
engagement, and prosocial behavior. Journal of Applied Psychology, 105(11), 1218—
1233. https://doi.org/10.1037/apl0000620



https://doi.org/10.1177/0266242616673421
https://doi.org/10.1177/1042258718783428
https://doi.org/10.1509/jmkg.70.3.058
https://doi.org/10.1080/10705510701301602
https://doi.org/10.1177/1094428107300396
https://doi.org/10.1080/10400419.2020.1821564
https://doi.org/10.5465/amj.2009.41330755
https://doi.org/10.1177/10422587211046543
https://doi.org/10.1037/0003-066x.44.3.513
https://doi.org/10.1037/apl0000620

7. References 192

Hu, L. t., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives. Structural Equation Modeling:

A Multidisciplinary Journal, 6(1), 1-55. https://doi.org/10.1080/10705519909540118

Hu, X., & Shi, J. (2015). Employees' surface acting in interactions with leaders and peers.
Journal of Organizational Behavior, 36(8), 1132—1152.
https://doi.org/10.1002/job.2015

Hui, K. M., Bednall, T. C., Wang, L., & Sanders, K. (2017). Effects of cultural diversity and

emotional regulation strategies on team member performance. Australasian Journal of
Organisational Psychology, 10, e4, Article e4. https://doi.org/10.1017/0rp.2017.4
Hiilsheger, U. R., Lang, J. W., Schewe, A. F., & Zijlstra, F. R. (2015). When regulating

emotions at work pays off: A diary and an intervention study on emotion regulation
and customer tips in service jobs. The Journal of Applied Psychology, 100(2), 263—
277. https://doi.org/10.1037/a0038229

Hiilsheger, U. R., & Schewe, A. F. (2011). On the costs and benefits of emotional labor: A

meta-analysis of three decades of research. Journal of Occupational Health

Psychology, 16(3), 361-389. https://doi.org/10.1037/a0022876

Humphrey, R. H. (2012). How do leaders use emotional labor? Journal of Organizational
Behavior, 33(5), 740-744. https://doi.org/10.1002/job.1791

Humphrey, R. H. (2013). The benefits of emotional intelligence and empathy to
entrepreneurship. Entrepreneurship Research Journal, 3(3), 287-294.
https://doi.org/10.1515/erj-2013-0057

Humphrey, R. H., Ashforth, B. E., & Diefendorft, J. M. (2015). The bright side of emotional
labor. Journal of Organizational Behavior, 36(6), 749-769.
https://doi.org/10.1002/j0b.2019

Humphrey, R. H., Pollack, J. M., & Hawver, T. (2008). Leading with emotional labor.
Journal of Managerial Psychology, 23(2), 151-168.
https://doi.org/10.1108/02683940810850790

Huo, M.-L., & Jiang, Z. (2023). Work-life conflict and job performance: The mediating role
of employee wellbeing and the moderating role of trait extraversion. Personality and
Individual Differences, 205, 112109. https://doi.org/10.1016/j.paid.2023.112109

Hur, W.-M., & Shin, Y. (2023). Is resting and sleeping well helpful to job crafting? Daily

relationship between recovery experiences, sleep quality, feelings of recovery, and job

crafting. Applied Psychology, 72(4), 1608—1623. https://doi.org/10.1111/apps.12454



https://doi.org/10.1080/10705519909540118
https://doi.org/10.1002/job.2015
https://doi.org/10.1017/orp.2017.4
https://doi.org/10.1037/a0038229
https://doi.org/10.1037/a0022876
https://doi.org/10.1002/job.1791
https://doi.org/10.1515/erj-2013-0057
https://doi.org/10.1002/job.2019
https://doi.org/10.1108/02683940810850790
https://doi.org/10.1016/j.paid.2023.112109
https://doi.org/10.1111/apps.12454

7. References 193

Huy, Q., & Zott, C. (2019). Exploring the affective underpinnings of dynamic managerial
capabilities: How managers' emotion regulation behaviors mobilize resources for their

firms. Strategic Management Journal, 40(1), 28—54. https://doi.org/10.1002/smj.2971

Hwang, K., & Choi, J. (2021). How do failed entrepreneurs cope with their prior failure when
they seek subsequent re-entry into serial entrepreneurship? failed entrepreneurs’
optimism and defensive pessimism and coping humor as a moderator. International
Journal of Environmental Research and Public Health, 18(13), 7021.
https://doi.org/10.3390/ijerph18137021

Ilies, R., Curseu, P. L., Dimotakis, N., & Spitzmuller, M. (2013). Leaders' emotional

expressiveness and their behavioural and relational authenticity: Effects on followers.
European Journal of Work and Organizational Psychology, 22(1), 4-14.
https://doi.org/10.1080/1359432X.2011.626199

Ilies, R., Morgeson, F. P., & Nahrgang, J. D. (2005). Authentic leadership and eudaemonic

well-being: Understanding leader—follower outcomes. The Leadership Quarterly,
16(3), 373-394. https://doi.org/10.1016/j.leaqua.2005.03.002
Ingram, A., Peake, W. O., Stewart, W., & Watson, W. (2019). Emotional intelligence and

venture performance. Journal of Small Business Management, 57(3), 780—800.
https://doi.org/10.1111/jsbm.12333
Ivanova, S., Treffers, T., Langerak, F., Groth, M., Ivanova, S., Treffers, T., Langerak, F., &

Groth, M. (2022). Holding back or letting go? The effect of emotion suppression on
relationship viability in new venture teams. Entrepreneurship Theory and Practice,

47(4), 1460-1495. https://doi.org/10.1177/10422587221093295

Iveevic, Z., & Hoffmann, J. D. (2019). Emotions and creativity: From process to person and
product. In J. C. Kaufman & R. S. Sternberg (Eds.), Cambridge Handbook of
Creativity (pp. 273-295). Cambridge University Press.

Janssen, O. (2000). Job demands, perceptions of effort-reward fairness and innovative work
behaviour. Journal of Occupational and Organizational Psychology, 73(3), 287-302.
https://doi.org/10.1348/096317900167038

Jarden, R. J., Siegert, R. J., Koziol-McLain, J., Bujalka, H., & Sandham, M. H. (2023).

Wellbeing measures for workers: a systematic review and methodological quality
appraisal [Systematic Review]. Frontiers in Public Health, 11, 1053179.
https://doi.org/10.3389/fpubh.2023.1053179



https://doi.org/10.1002/smj.2971
https://doi.org/10.3390/ijerph18137021
https://doi.org/10.1080/1359432X.2011.626199
https://doi.org/10.1016/j.leaqua.2005.03.002
https://doi.org/10.1111/jsbm.12333
https://doi.org/10.1177/10422587221093295
https://doi.org/10.1348/096317900167038
https://doi.org/10.3389/fpubh.2023.1053179

7. References 194

Jenkins, A. S., Wiklund, J., & Brundin, E. (2014). Individual responses to firm failure:
Appraisals, grief, and the influence of prior failure experience. Journal of Business
Venturing, 29(1), 17-33. https://doi.org/10.1016/j.jbusvent.2012.10.006

Jia, N., Luo, X., Fang, Z., & Liao, C. (2023). When and how artificial intelligence augments

employee creativity. Academy of Management Journal, 67, 5-32.
https://doi.org/10.5465/amj.2022.0426

Johnson, B. J., & Mabry, J. B. (2022). Remote work video meetings: Workers’ emotional
exhaustion and practices for greater well-being. German Journal of Human Resource

Management, 36(3), 380—408. https://doi.org/10.1177/23970022221094532

Joseph, D. L., & Newman, D. A. (2010). Emotional intelligence: an integrative meta-analysis
and cascading model. J Appl Psychol, 95(1), 54—78. https://doi.org/10.1037/a0017286
Judge, T. A., Woolf, E. F., & Hurst, C. (2009). Is emotional labor more difficult for some than

for others? A multilevel, experience-sampling study. Personnel Psychology, 62, 57—
88. https://doi.org/10.1111/1.1744-6570.2008.01129.x

Kahn, W. A. (1992). To be fully there: Psychological presence at work. Human Relations,
45(4), 321-349. https://doi.org/10.1177/001872679204500402

Kammeyer-Mueller, J. D., Rubenstein, A. L., Long, D. M., Odio, M. A., Buckman, B. R,
Zhang, Y., & Halvorsen-Ganepola, M. D. K. (2013). A meta-analytic structural model

of dispositonal affectivity and emotional labor. Personnel Psychology, 66(1), 47-90.
https://doi.org/10.1111/peps.12009

Kauppinen, A., Paloniemi, K., & Juho, A. (2019). Failed firm founders’ grief coping during
mentoring: Learning as the single catalyst of their restarting performance narratives.
The International Journal of Management Education, 19(1), 100288.
https://doi.org/10.1016/].ijme.2019.02.008

Kemp, A. (2023). Competitive advantage through artificial intelligence: Toward a theory of
situated Al. Academy of Management Review. https://doi.org/10.5465/amr.2020.0205
Konig, A., Graf-Vlachy, L., Bundy, J., & Little, L. M. (2020). A blessing and a curse: How

CEO's trait empathy affects their management of organizational crises. Academy of
Management Review, 45(1), 130—153. https://doi.org/10.5465/amr.2017.0387
Korzynski, P., Mazurek, G., Altmann, A., Ejdys, J., Kazlauskaite, R., Paliszkiewicz, J., Wach,

K., & Ziemba, E. (2023). Generative artificial intelligence as a new context for
management theories: analysis of ChatGPT. Central European Management Journal,

31(1), 3—-13. https://doi.org/10.1108/CEMJ-02-2023-0091



https://doi.org/10.1016/j.jbusvent.2012.10.006
https://doi.org/10.5465/amj.2022.0426
https://doi.org/10.1177/23970022221094532
https://doi.org/10.1037/a0017286
https://doi.org/10.1111/j.1744-6570.2008.01129.x
https://doi.org/10.1177/001872679204500402
https://doi.org/10.1111/peps.12009
https://doi.org/10.1016/j.ijme.2019.02.008
https://doi.org/10.5465/amr.2020.0205
https://doi.org/10.5465/amr.2017.0387
https://doi.org/10.1108/CEMJ-02-2023-0091

7. References 195

Kuckertz, A., Briandle, L., Gaudig, A., Hinderer, S., Morales Reyes, C. A., Prochotta, A.,
Steinbrink, K. M., & Berger, E. S. C. (2020). Startups in times of crisis — A rapid
response to the COVID-19 pandemic. Journal of Business Venturing Insights, 13,
e00169. https://doi.org/10.1016/].jbvi.2020.e00169

Kiihnel, J., Bledow, R., & Kiefer, M. (2020). There is a time to be creative: The alignment

between chronotype and time of day. Academy of Management Journal, 65(1), 218—
247. https://doi.org/10.5465/amj.2019.0020

Laguna, M., Mielniczuk, E., & Gorgievski, M. J. (2021). Business owner-employees
contagion of work-related affect and employees’ innovative behavior in small firms.
Applied Psychology, 70(4), 1543—1571. https://doi.org/10.1111/apps.12288

Lavender, J. M., Tull, M. T., DiLillo, D., Messman-Moore, T., & Gratz, K. L. (2017).

Development and validation of a state-based measure of emotion dysregulation.

Assessment, 24(2), 197-209. https://doi.org/10.1177/1073191115601218

Lazarus, R. S. (2006). Emotions and interpersonal relationships: Toward a person-centered
conceptualization of emotions and coping. Journal of Personality, 74(1), 9—46.

https://doi.org/10.1111/].1467-6494.2005.00368.x

Lazarus, R. S., & Folkman, S. (1984). Stress, appraisal and coping. Springer.
Lebel, R. D. (2017). Moving beyond fight and flight: A contingent model of how the
emotional regulation of anger and fear sparks proactivity. The Academy of

Management Review, 42(2), 190-206. https://doi.org/10.5465/amr.2014.0368

Lee, S. K., & Sun, J. (2023). Testing a theoretical model of trust in human-machine
communication: emotional experience and social presence. Behaviour & Information
Technology, 42(16), 2754-2767. https://doi.org/10.1080/0144929X.2022.2145998

Lennard, A. C., Scott, B. A., & Johnson, R. E. (2019). Turning frowns (and smiles) upside

down: A multilevel examination of surface acting positive and negative emotions on
well-being. The Journal of Applied Psychology 104(9), 1164—1180.
https://doi.org/10.1037/apl0000400

Levine, E. E., & Wald, K. A. (2020). Fibbing about your feelings: How feigning happiness in
the face of personal hardship affects trust. Organizational Behavior and Human
Decision Processes, 156, 135-154. https://doi.org/10.1016/1.0bhdp.2019.05.004

Li, N., Sun, Y., Jiang, D. K., & Yang, X. (2021). Exploring the moderating effect of

interpersonal emotion regulation between the integration of opportunity and resource
and entrepreneurial performance. Frontiers in Psychology, 12, 756767.

https://doi.org/10.3389/fpsye.2021.756767



https://doi.org/10.1016/j.jbvi.2020.e00169
https://doi.org/10.5465/amj.2019.0020
https://doi.org/10.1111/apps.12288
https://doi.org/10.1177/1073191115601218
https://doi.org/10.1111/j.1467-6494.2005.00368.x
https://doi.org/10.5465/amr.2014.0368
https://doi.org/10.1080/0144929X.2022.2145998
https://doi.org/10.1037/apl0000400
https://doi.org/10.1016/j.obhdp.2019.05.004
https://doi.org/10.3389/fpsyg.2021.756767

7. References 196

Lin, S, Li, J., Han, R., Lin, S., Li, J., & Han, R. (2018). Coping humor of entrepreneurs:
interaction between social culture and entrepreneurial experience. Frontiers in
Psychology, 9. https://doi.org/10.3389/fpsyg.2018.01449

Little, L. M., Kluemper, D., Nelson, D. L., & Ward, A. (2013). More than happy to help?

Customer-focused emotion management strategies. Personnel Psychology, 66(1),

261-286. https://doi.org/10.1111/peps.12010

Lua, E., Liu, D., & Shalley, C. E. (2023). Multilevel outcomes of creativity in organizations:
An integrative review and agenda for future research. Journal of Organizational
Behavior, 45(2), 209-233. https://doi.org/10.1002/j0b.2690

Luthans, F., & Avolio, B. J. (2003). Authentic leadership development. In K. S. Cameron, S.

E. Dutton, & R. E. Quinn (Eds.), Positive Organizational Scholarship: Foundations of
a New Discipline (Vol. 241, pp. 241-258). Berrett-Koehler.

Madera, J. M., & Smith, D. B. (2009). The effects of leader negative emotions on evaluations
of leadership in a crisis situation: The role of anger and sadness. The Leadership

Quarterly, 20(2), 103—114. https://doi.org/10.1016/j.leaqua.2009.01.007

Madrid, H. P., Niven, K., & Vasquez, C. A. (2019). Leader interpersonal emotion regulation
and innovation in teams. Journal of Occupational and Organizational Psychology,
92(4), 787-805. https://doi.org/10.1111/jo0p.12292

Madrid, H. P., Totterdell, P., Niven, K., & Vasquez, C. A. (2018). Investigating a process

model for leader affective presence, interpersonal emotion regulation, and

interpersonal behaviour in teams. European Journal of Work and Organizational

Psychology, 27(5), 642—656. https://doi.org/10.1080/1359432x.2018.1505719
Martinez-Ifigo, D., Totterdell, P., Alcover, C. M., & Holman, D. (2007). Emotional labour

and emotional exhaustion: Interpersonal and intrapersonal mechanisms. Work &

Stress, 21(1), 30—47. https://doi.org/10.1080/02678370701234274

Mastracci, S., & Adams, 1. (2018). Is emotional labor easier in collectivist or individualist
cultures? An east—west comparison. Public Personnel Management, 48(3), 325-344.
https://doi.org/10.1177/0091026018814569

Matta, F. K., Erol-Korkmaz, H. T., Johnson, R. E., & Bigaksiz, P. (2014). Significant work

events and counterproductive work behavior: The role of fairness, emotions, and
emotion regulation. Journal of Organizational Behavior, 35(7), 920-944.
https://doi.org/10.1002/j0b.1934



https://doi.org/10.3389/fpsyg.2018.01449
https://doi.org/10.1111/peps.12010
https://doi.org/10.1002/job.2690
https://doi.org/10.1016/j.leaqua.2009.01.007
https://doi.org/10.1111/joop.12292
https://doi.org/10.1080/1359432x.2018.1505719
https://doi.org/10.1080/02678370701234274
https://doi.org/10.1177/0091026018814569
https://doi.org/10.1002/job.1934

7. References 197

Mauss, I. B., Bunge, S. A., & Gross, J. J. (2007). Automatic emotion regulation. Social and
Personality Psychology Compass, 1(1), 146—167. https://doi.org/10.1111/}.1751-
9004.2007.00005.x

Mauss, 1. B., Troy, A. S., & LeBourgeois, M. K. (2013). Poorer sleep quality is associated

with lower emotion-regulation ability in a laboratory paradigm. Cognition & Emotion,
27(3), 567-576. https://doi.org/10.1080/02699931.2012.727783
Maute, M. F., & Dubgé, L. (1999). Patterns of emotional responses and behavioural

consequences of dissatisfaction. Applied Psychology, 48(3), 349-366.
https://doi.org/10.1111/].1464-0597.1999.tb00006.x
Maxwell, R., Lynn, S. J., & Strauss, G. P. (2019). Trait emotion regulation predicts individual

differences in momentary emotion and experience. Imagination, Cognition and
Personality, 38(4), 349-377. https://doi.org/10.1177%2F0276236618781775
Mayer, J. D., & Salovey, P. (1997). What is emotional intelligence? In P. Salovey & D. J.

Sluyter (Eds.), Emotional development and emotional intelligence: Educational
implications (pp. 3—34). Basic Books.

McKinsey & Company (2020, May 15). Helping start-ups overcome inevitable challenges
and crises. Retrieved March 15 from

https://www.mckinsey.com/capabilities/mckinsey-digital/our-insights/helping-start-

ups-overcome-inevitable-challenges-and-crises

McKinsey & Company (2023a, January 25). Employee well-being: The holistic way.
Retrieved March 15 from https://www.mckinsey.com/quarterly/the-five-fifty/five-

fifty-emplovee-well-being-the-holistic-way?cid=eml-web

McKinsey & Company (2023b, April 20). Gen what? Debunking age-based myths about
worker preferences. Retrieved March 15 from https://mck.co/3KX9F75
Megias-Robles, A., Gutiérrez-Cobo, M. J., Gémez-Leal, R., Cabello, R., Gross, J. J., &

Fernandez-Berrocal, P. (2019). Emotionally intelligent people reappraise rather than
suppress their emotions. PloS one, 14(8), €0220688-¢0220688.
https://doi.org/10.1371/journal.pone.0220688

Melissanidou, E., & Johnston, L. (2019). Contextualising public entrepreneurship in Greek
local government austerity. International Journal of Entrepreneurial Behavior &
Research, 25(7), 1563—1579. https://doi.org/10.1108/IJEBR-11-2018-0749

Mesmer-Magnus, J. R., DeChurch, L. A., & Wax, A. (2012). Moving emotional labor beyond

surface and deep acting: A discordance—congruence perspective. Organizational

Psychology Review, 2(1), 6-53. https://doi.org/10.1177/2041386611417746



https://doi.org/10.1111/j.1751-9004.2007.00005.x
https://doi.org/10.1111/j.1751-9004.2007.00005.x
https://doi.org/10.1080/02699931.2012.727783
https://doi.org/10.1111/j.1464-0597.1999.tb00006.x
https://doi.org/10.1177%2F0276236618781775
https://www.mckinsey.com/capabilities/mckinsey-digital/our-insights/helping-start-ups-overcome-inevitable-challenges-and-crises
https://www.mckinsey.com/capabilities/mckinsey-digital/our-insights/helping-start-ups-overcome-inevitable-challenges-and-crises
https://www.mckinsey.com/quarterly/the-five-fifty/five-fifty-employee-well-being-the-holistic-way?cid=eml-web
https://www.mckinsey.com/quarterly/the-five-fifty/five-fifty-employee-well-being-the-holistic-way?cid=eml-web
https://mck.co/3KX9F75
https://doi.org/10.1371/journal.pone.0220688
https://doi.org/10.1108/IJEBR-11-2018-0749
https://doi.org/10.1177/2041386611417746

7. References 198

Miao, C., Humphrey, R., Qian, S., & Pollack, J. (2018). Emotional intelligence and
entrepreneurial intentions: An exploratory meta-analysis. Career Development

International, 23, 497-512. https://doi.org/10.1108/CDI-01-2018-0019

Miao, C., Humphrey, R. H., & Qian, S. S. (2017). A meta-analysis of emotional intelligence
and work attitudes. Journal of Occupational and Organizational Psychology, 90(2),
177-202. https://doi.org/10.1111/joop.12167

Moin, M. F. (2018). The link between perceptions of leader emotion regulation and followers’
organizational commitment. Journal of Management Development, 37(2), 178—187.

https://doi.org/10.1108/jmd-01-2017-0014

Moin, M. F., Wei, F., & Weng, Q. (2020). Abusive supervision, emotion regulation, and
performance. International Journal of Selection and Assessment, 28(4), 498-5009.
https://doi.org/10.1111/ijsa.12301

Mu, F., Shen, W., Bobocel, D. R., & Barron, A. H. (2024). Investigating gendered reactions

to manager mistreatment: Testing the presumed role of prescriptive stereotypes.
Journal of Organizational Behavior, 1-21. https://doi.org/10.1002/job.2763
Nesher Shoshan, H., & Wehrt, W. (2022). Understanding “zoom fatigue”: A mixed-method

approach. Applied Psychology: An International Review, 71, 827-852.
https://doi.org/10.1111/apps.12360
Ni Zhang, N., Zhang, K., Wang, J., & Sun, X. (2022). Distract or reappraise? The mechanism

of cognitive emotion regulation choice and its influential factors. Psychology
Research and Behavior Management, 15, 3699-3708.
https://doi.org/10.2147/PRBM.S389835

Nifadkar, S., Tsui, A. S., & Ashforth, B. E. (2012). The way you make me feel and behave:

Supervisor-triggered newcomer affect and approach-avoidance behavior. Academy of

Management Journal, 55(5), 1146—1168. https://doi.org/10.5465/amj.2010.0133

Nikolaev, B., Lerman, M., & Mueller, B. (2020). Entrepreneurship, coping, and eudaimonic
well-being. Academy of Management Proceedings, 2020(1), 13551.
https://doi.org/10.5465/ambpp.2020.115

Niven, K., Totterdell, P., Stride, C. B., & Holman, D. (2011). Emotion Regulation of others

and self (EROS): The development and validation of a new individual difference
measure. Current Psychology, 30(1), 53—73. https://doi.org/10.1007/s12144-011-
9099-9



https://doi.org/10.1108/CDI-01-2018-0019
https://doi.org/10.1111/joop.12167
https://doi.org/10.1108/jmd-01-2017-0014
https://doi.org/10.1111/ijsa.12301
https://doi.org/10.1002/job.2763
https://doi.org/10.1111/apps.12360
https://doi.org/10.2147/PRBM.S389835
https://doi.org/10.5465/amj.2010.0133
https://doi.org/10.5465/ambpp.2020.115
https://doi.org/10.1007/s12144-011-9099-9
https://doi.org/10.1007/s12144-011-9099-9

7. References 199

O’Shea, D., Buckley, F., & Halbesleben, J. (2017). Self-regulation in entrepreneurs:
Integrating action, cognition, motivation, and emotions. Organizational Psychology

Review, 7(3), 250-278. https://doi.org/10.1177/2041386617705434

Ohly, S., Sonnentag, S., Niessen, C., & Zapf, D. (2010). Diary studies in organizational
research: An introduction and some practical recommendations. Journal of Personnel
Psychology, 9(2), 79-93. https://doi.org/10.1027/1866-5888/a000009

Olson, R. E., McKenzie, J., Mills, K. A., Patulny, R., Bellocchi, A., & Caristo, F. (2019).

Gendered emotion management and teacher outcomes in secondary school teaching: A
review. Teaching and Teacher Education, 80, 128—144.
https://doi.org/10.1016/].tate.2019.01.010

OpenAl. (2022, November 30, 2022). Introducing ChatGPT. Retrieved March 15 from

https://openai.com/blog/chatgpt

Ozcelik, H. (2013). An empirical analysis of surface acting in intra-organizational
relationships. Journal of Organizational Behavior, 34(3), 291-309.
https://doi.org/10.1002/j0b.1798

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D.,
Shamseer, L., Tetzlaff, J. M., Akl, E. A., Brennan, S. E., Chou, R., Glanville, J.,
Grimshaw, J. M., Hrobjartsson, A., Lalu, M. M., Li, T., Loder, E. W., Mayo-Wilson,
E., McDonald, S., . . . Moher, D. (2021). The PRISMA 2020 statement: An updated

guideline for reporting systematic reviews. BM.J, 372, n71.
https://doi.org/10.1136/bmj.n71

Palmer, C. A., & Alfano, C. A. (2017). Sleep and emotion regulation: An organizing,
integrative review. Sleep Medicine Reviews, 31, 6—16.
https://doi.org/10.1016/].smrv.2015.12.006

Parke, M. R., Seo, M. G., & Sherf, E. N. (2015). Regulating and facilitating: The role of

emotional intelligence in maintaining and using positive affect for creativity. Journal

of Applied Psychology, 100(3), 917-934. https://doi.org/10.1037/a0038452

Parush, T., & Zaidman, N. (2023). Collective emotional labor and subgroup dynamics in
global virtual teams: a dramaturgical perspective. International Studies of
Management & Organization, 53(4), 239-262.
https://doi.org/10.1080/00208825.2023.2230418

Pathak, S., & Goltz, S. (2021). An emotional intelligence model of entrepreneurial coping
strategies. International Journal of Entrepreneurial Behavior & Research, 27(4), 911—

943. https://doi.org/10.1108/Ijebr-01-2020-0017



https://doi.org/10.1177/2041386617705434
https://doi.org/10.1027/1866-5888/a000009
https://doi.org/10.1016/j.tate.2019.01.010
https://openai.com/blog/chatgpt
https://doi.org/10.1002/job.1798
https://doi.org/10.1136/bmj.n71
https://doi.org/10.1016/j.smrv.2015.12.006
https://doi.org/10.1037/a0038452
https://doi.org/10.1080/00208825.2023.2230418
https://doi.org/10.1108/Ijebr-01-2020-0017

7. References 200

Patzelt, H., Gartzia, L., Wolfe, M. T., & Shepherd, D. A. (2021). Managing negative emotions
from entrepreneurial project failure: When and how does supportive leadership help
employees? Journal of Business Venturing, 36(5), 106129.
https://doi.org/10.1016/].jbusvent.2021.106129

Patzelt, H., & Shepherd, D. A. (2011). Negative emotions of an entrepreneurial career: Self-
employment and regulatory coping behaviors. Journal of Business Venturing, 26(2),
226-238. https://doi.org/10.1016/].jbusvent.2009.08.002

Paul, J., Ueno, A., & Dennis, C. (2023). ChatGPT and consumers: Benefits, pitfalls and future

research agenda. International Journal of Consumer Studies, 47(4), 1213—-1225.
https://doi.org/10.1111/ij¢s.12928
Pavlacic, J. M., Witcraft, S. M., Dixon, L. J., Buchanan, E. M., & Schulenberg, S. E. (2022).

Daily changes in state emotion regulation abilities predict positive and negative affect.
Journal of Contextual Behavioral Science, 26, 63—68.
https://doi.org/10.1016/1.jcbs.2022.08.006

Pena-Sarrionandia, A., Mikolajczak, M., & Gross, J. J. (2015). Integrating emotion regulation
and emotional intelligence traditions: A meta-analysis. Frontiers in Psychology, 6,

160. https://doi.org/10.3389/fpsye.2015.00160

Pescosolido, A. T. (2002). Emergent leaders as managers of group emotion. The Leadership
Quarterly, 13(5), 583-599. https://doi.org/10.1016/S1048-9843(02)00145-5
Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method

biases in behavioral research: A critical review of the literature and recommended
remedies. Journal of Applied Psychology, 88(5), 879-903.
https://doi.org/10.1037/0021-9010.88.5.879

Postema, A., Bakker, A. B., & van Mierlo, H. (2021). Work—sports enrichment in amateur
runners: A diary study. The Journal of Psychology, 155(4), 406—425.
https://doi.org/10.1080/00223980.2021.1894411

Prati, L. M., Yongmei, L., Perrewé, P. L., & Ferris, G. R. (2009). Emotional intelligence as

moderator of the surface acting—strain relationship. Journal of Leadership &
Organizational Studies, 15(4), 368-380. https://doi.org/10.1177/1548051808328518
Preacher, K. J., Zyphur, M. J., & Zhang, Z. (2010). A general multilevel SEM framework for

assessing multilevel mediation. Psychological Methods, 15(3), 209-233.
https://doi.org/10.1037/a0020141

R Core Team. (2022). R: A language and environment for statistical computing. In R
Foundation for Statistical Computing


https://doi.org/10.1016/j.jbusvent.2021.106129
https://doi.org/10.1016/j.jbusvent.2009.08.002
https://doi.org/10.1111/ijcs.12928
https://doi.org/10.1016/j.jcbs.2022.08.006
https://doi.org/10.3389/fpsyg.2015.00160
https://doi.org/10.1016/S1048-9843(02)00145-5
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1080/00223980.2021.1894411
https://doi.org/10.1177/1548051808328518
https://doi.org/10.1037/a0020141

7. References 201

Radu-Lefebvre, M., Lefebvre, V., Crosina, E., & Hytti, U. (2021). Entrepreneurial identity: A
review and research agenda. Entrepreneurship Theory and Practice, 45(6), 1550—
1590. https://doi.org/10.1177/10422587211013795

Radu-Lefebvre, M., & Randerson, K. (2020). Successfully navigating the paradox of control
and autonomy in succession: The role of managing ambivalent emotions.
International Small Business Journal, 38(3), 184-210.
https://doi.org/10.1177/0266242619879078

Rafaeli, A., & Sutton, R. I. (1989). The expression of emotion in organizational life. Research
in Organizational Behavior, 11(1), 1-42.

Ramli, K., Spigel, B., Williams, N., Mawson, S., Jack, S., Ramli, K., Spigel, B., Williams, N.,
Mawson, S., & Jack, S. (2022). Managing through a crisis: emotional leadership
strategies of high-growth entrepreneurs during the COVID-19 pandemic.
Entrepreneurship and Regional Development 35(1-2), 24—48.
https://doi.org/10.1080/08985626.2022.2143905

Reizer, A., Brender-Ilan, Y., & Sheaffer, Z. (2019). Employee motivation, emotions, and

performance: A longitudinal diary study. Journal of Managerial Psychology, 34(6),
415-428. https://doi.org/10.1108/JMP-07-2018-0299
Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job engagement: Antecedents and

effects on job performance. Academy of Management Journal, 53(3), 617-635.
https://doi.org/10.5465/amj.2010.51468988

Richards, J. M. (2004). The cognitive consequences of concealing feelings. Current
Directions in Psychological Science, 13(4), 131-134. https://doi.org/10.1111/5.0963-
7214.2004.00291.x

Rispens, S., & Demerouti, E. (2016). Conflict at work, negative emotions, and performance:
A diary study. Negotiation and Conflict Management Research, 9(2), 103—119.
https://doi.org/10.1111/ncmr.12069

Rosseel, Y. (2012). lavaan: An R package for structural equation modeling. Journal of
Statistical Software 48(2), 1-36. https://doi.org/10.18637/jss.v048.102
Rothbard, N. P., & Wilk, S. L. (2011). Waking up on the right or wrong side of the bed: Start-

of-workday mood, work events, employee affect, and performance. Academy of

Management Journal, 54(5), 959-980. https://doi.org/10.5465/amj.2007.0056

Russell, E., & Daniels, K. (2018). Measuring affective well-being at work using short-form
scales: Implications for affective structures and participant instructions. Human

Relations, 71(11), 1478-1507. https://doi.org/10.1177/0018726717751034



https://doi.org/10.1177/10422587211013795
https://doi.org/10.1177/0266242619879078
https://doi.org/10.1080/08985626.2022.2143905
https://doi.org/10.1108/JMP-07-2018-0299
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.1111/j.0963-7214.2004.00291.x
https://doi.org/10.1111/j.0963-7214.2004.00291.x
https://doi.org/10.1111/ncmr.12069
https://doi.org/10.18637/jss.v048.i02
https://doi.org/10.5465/amj.2007.0056
https://doi.org/10.1177/0018726717751034

7. References 202

Sahut, J.-M., & Peris-Ortiz, M. (2014). Small business, innovation, and entrepreneurship.
Small Business Economics, 42(4), 663—668. https://doi.org/10.1007/s11187-013-9521-
9

Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition and
Personality, 9(3), 185-211. https://doi.org/10.2190/DUGG-P24E-52WK-6CDG
Sayre, G. M., Chi, N.-W., & Grandey, A. A. (2021). Investment in emotional labor: Daily

resource spirals and recovery. Academy of Management Proceedings, 2021(1), 14316.
https://doi.org/10.5465/AMBPP.2021.143 1 6abstract
Scherer, S., Zapf, D., Beitler, L. A., & Trumpold, K. (2020). Testing a multidimensional

model of emotional labor, emotional abilities, and exhaustion: A multilevel,
multimethod approach. Journal of Occupational Health Psychology, 25(1), 46—67.
https://doi.org/10.1037/0cp0000166

Schindehutte, M., Morris, M., & Allen, J. (2006). Beyond achievement: Entrepreneurship as

extreme experience. Small Business Economics, 27(4-5), 349-368.
https://doi.org/10.1007/s11187-005-0643-6
Schlaegel, C., Engle, R. L., Richter, N. F., & Taureck, P. C. (2021). Personal factors,

entrepreneurial intention, and entrepreneurial status: A multinational study in three
institutional environments. Journal of International Entrepreneurship, 19(3), 357—
398. https://doi.org/10.1007/s10843-021-00287-7

Schonfeld, I. S., & Mazzola, J. J. (2015). A qualitative study of stress in individuals self-

employed in solo businesses. Journal of Occupational Health Psychology, 20(4), 501—
513. https://doi.org/10.1037/a0038804

Schraub, E. M., Turgut, S., Clavairoly, V., & Sonntag, K. (2013). Emotion regulation as a
determinant of recovery experiences and well-being: A day-level study. International
Journal of Stress Management, 20(4), 309. https://doi.org/10.1037/a0034483

Schunk, F., Trommsdorff, G., Wong, N., & Nakao, G. (2021). Associations between emotion

regulation and life satisfaction among university students from Germany, Hong Kong,
and Japan: The mediating role of social support [Brief Research Report]. Frontiers in
Psychology, 12, 745888. https://doi.org/10.3389/fpsyg.2021.745888

Scott, B. A., & Barnes, C. M. (2011). A multilevel field investigation of emotional labor,

affect, work withdrawal, and gender. Academy of Management Journal, 54, 116—136.
https://doi.org/10.5465/AMJ.2011.59215086



https://doi.org/10.1007/s11187-013-9521-9
https://doi.org/10.1007/s11187-013-9521-9
https://doi.org/10.2190/DUGG-P24E-52WK-6CDG
https://doi.org/10.5465/AMBPP.2021.14316abstract
https://doi.org/10.1037/ocp0000166
https://doi.org/10.1007/s11187-005-0643-6
https://doi.org/10.1007/s10843-021-00287-7
https://doi.org/10.1037/a0038804
https://doi.org/10.1037/a0034483
https://doi.org/10.3389/fpsyg.2021.745888
https://doi.org/10.5465/AMJ.2011.59215086

7. References 203

Scott, B. A., Barnes, C. M., & Wagner, D. T. (2012). Chameleonic or consistent? A
multilevel investigation of emotional labor variability and self-monitoring. Academy
of Management Journal, 55(4), 905-926. https://doi.org/10.5465/amj.2010.1050

Shadish, W. R., Cook, T. D., & Campbell, D. T. (2002). Experimental and quasi-

experimental designs for generalized causal inference. Houghton, Mifflin and
Company.

Shepherd, D. A. (2003). Learning from business failure: Propositions of grief recovery for the
self-employed. Academy of Management Review, 28(2), 318-328.
https://doi.org/10.2307/30040715

Shepherd, D. A. (2004). Educating entrepreneurship students about emotion and learning
from failure. Academy of Management Learning & Education, 3(3), 274-287.
https://doi.org/10.5465/AMLE.2004.14242217

Shepherd, D. A. (2020). COVID 19 and entrepreneurship: Time to pivot? Journal of
Management Studies, 57(8), 1750—-1753. https://doi.org/10.1111/joms.12633

Shepherd, D. A., & Cardon, M. S. (2009). Negative emotional reactions to project failure and
the self-compassion to learn from the experience. Journal of Management Studies,
46(6), 923-949. https://doi.org/10.1111/1.1467-6486.2009.00821.x

Shepherd, D. A., Patzelt, H., & Wolfe, M. (2011). Moving forward from project failure:

Negative emotions, affective commitment, and learning from the experience. Academy
of Management Journal, 54(6), 1229—-1259. https://doi.org/10.5465/amj.2010.0102
Shepherd, D. A., Wiklund, J., & Haynie, J. M. (2009). Moving forward: Balancing the

financial and emotional costs of business failure. Journal of Business Venturing,

24(2), 134-148. https://doi.org/10.1016/j.jbusvent.2007.10.002

Singh, R. P. (2020). Overconfidence: A common psychological attribute of entrepreneurs
which leads to firm failure. New England Journal of Entrepreneurship, 23(1), 25-39.
https://doi.org/10.1108/NEJE-07-2019-0031

Singh, S., Corner, P., & Pavlovich, K. (2007). Coping with entrepreneurial failure. Journal of
Management & Organization, 13(4), 331-344.
https://doi.org/10.5172/jmo0.2007.13.4.331

Sirén, C., He, V. F., Wesemann, H., Jonassen, Z., Grichnik, D., & von Krogh, G. (2020).

Leader emergence in nascent venture teams: The critical roles of individual emotion
regulation and team emotions. Journal of Management Studies, 57(5), 931-961.
https://doi.org/10.1111/joms.12563



https://doi.org/10.5465/amj.2010.1050
https://doi.org/10.2307/30040715
https://doi.org/10.5465/AMLE.2004.14242217
https://doi.org/10.1111/joms.12633
https://doi.org/10.1111/j.1467-6486.2009.00821.x
https://doi.org/10.5465/amj.2010.0102
https://doi.org/10.1016/j.jbusvent.2007.10.002
https://doi.org/10.1108/NEJE-07-2019-0031
https://doi.org/10.5172/jmo.2007.13.4.331
https://doi.org/10.1111/joms.12563

7. References 204

Sitkin, S. B., & Bies, R. J. (1993). Social accounts in conflict situations: Using explanations
to manage conflict. Human Relations, 46(3), 349-370.
https://doi.org/10.1177/001872679304600303

Slaughter, J. E., Gabriel, A. S., Ganster, M. L., Vaziri, H., & MacGowan, R. L. (2021).

Getting worse or getting better? Understanding the antecedents and consequences of
emotion profile transitions during COVID-19-induced organizational crisis. Journal of
Applied Psychology, 106(8), 1118—1136. https://doi.org/10.1037/apl0000947

Snyder, E., Cai, B., DeMuro, C., Morrison, M. F., & Ball, W. (2018). A new single-item sleep

quality scale: Results of psychometric evaluation in patients with chronic primary
insomnia and depression. Journal of Clinical Sleep Medicine, 14(11), 1849—1857.
https://doi.org/10.5664/jcsm.7478

Sommer, S. A., Howell, J. M., & Hadley, C. N. (2016). Keeping positive and building

strength: The role of affect and team leadership in developing resilience during an
organizational crisis. Group & Organization Management, 41(2), 172-202.
https://doi.org/10.1177/1059601115578027

Sonnentag, S., Tay, L., & Nesher Shoshan, H. (2023). A review on health and well-being at

work: More than stressors and strains. Personnel Psychology, 76, 473-510.
https://doi.org/10.1111/peps.12572
Stroe, S., Sirén, C., Shepherd, D., & Wincent, J. (2020). The dualistic regulatory effect of

passion on the relationship between fear of failure and negative affect: Insights from
facial expression analysis. Journal of Business Venturing, 35(4), 105948.
https://doi.org/10.1016/].jbusvent.2019.105948

Tamir, M., & Ford, B. Q. (2012). When feeling bad is expected to be good: emotion

regulation and outcome expectancies in social conflicts. Emotion, 12(4), 807-816.

https://doi.org/10.1037/a0024443

Tang, L., Yuan, P., & Zhang, D. (2023). Emotional experience during human-computer
interaction: A survey. International Journal of Human—Computer Interaction, 1-11.

https://doi.org/10.1080/10447318.2023.2259710

Taylor, B. J. (2005). Factorial surveys: Using vignettes to study professional judgement. The
British Journal of Social Work, 36(7), 1187-1207.
https://doi.org/10.1093/bjsw/bch345

Thompson, E. R. (2007). Development and validation of an internationally reliable short-form
of the positive and negative affect schedule (PANAS). Journal of Cross-Cultural
Psychology, 38(2), 227-242. https://doi.org/10.1177/0022022106297301



https://doi.org/10.1177/001872679304600303
https://doi.org/10.1037/apl0000947
https://doi.org/10.5664/jcsm.7478
https://doi.org/10.1177/1059601115578027
https://doi.org/10.1111/peps.12572
https://doi.org/10.1016/j.jbusvent.2019.105948
https://doi.org/10.1037/a0024443
https://doi.org/10.1080/10447318.2023.2259710
https://doi.org/10.1093/bjsw/bch345
https://doi.org/10.1177/0022022106297301

7. References 205

Thompson, N. A., van Gelderen, M., & Keppler, L. (2020). No need to worry? Anxiety and
coping in the entrepreneurship process. Frontiers in Psychology, 11, 398, Article
Journal Article. https://doi.org/10.3389/fpsyg.2020.00398

To, M. L., Fisher, C. D., & Ashkanasy, N. M. (2015). Unleashing angst: Negative mood,

learning goal orientation, psychological empowerment and creative behaviour. Human
Relations, 68(10), 1601-1622. https://doi.org/10.1177/0018726714562235
Tomcezyk, J., Krejtz, 1., & Nezlek, J. B. (2022). Within-person and between-person

relationships between gratitude and the functioning of women with symptoms of

depression: A diary study. OSF Preprints. https://doi.org/10.31219/osf.io/ghnb9

Torres-Coronas, T., & Vidal-Blasco, M. A. (2017). The role of trait emotional intelligence in
predicting networking behavior. Review of Business Management, 19(63), 30-47.
https://doi.org/10.7819/rbgn.v0i0.3127

Totterdell, P., & Holman, D. (2003). Emotion regulation in customer service roles: Testing a
model of emotional labor. Journal of Occupational Health Psychology, 8(1), 55-73.
https://doi.org/10.1037/1076-8998.8.1.55

Tranfield, D., Denyer, D., & Smart, P. (2003). Towards a methodology for developing

evidence-informed management knowledge by means of systematic review. British
Journal of Management, 14(3), 207-222. https://doi.org/10.1111/1467-8551.00375
Treffers, T., Klyver, K., Nielsen, M. S., & Uy, M. A. (2018). Feel the commitment: From

situational emotional information to venture goal commitment. /nternational Small
Business Journal: Researching Entrepreneurship, 37, 215-240.
https://doi.org/10.1177/0266242618813420

Troth, A. C., Lawrence, S. A., Jordan, P. J., & Ashkanasy, N. M. (2018). Interpersonal

emotion regulation in the workplace: A conceptual and operational review and future
research agenda. International Journal of Management Reviews, 20(2), 523—-543.
https://doi.org/10.1111/ijmr.12144

Trougakos, J. P., Beal, D. J., Cheng, B. H., Hideg, 1., & Zweig, D. (2015). Too drained to

help: A resource depletion perspective on daily interpersonal citizenship behaviors.
Journal of Applied Psychology, 100(1), 227-236. https://doi.org/10.1037/a0038082
van Gelderen, B. R., Konijn, E. A., & Bakker, A. B. (2017). Emotional labor among police

officers: A diary study relating strain, emotional labor, and service performance. The

International Journal of Human Resource Management, 28(6), 852—879.
https://doi.org/10.1080/09585192.2016.1138500



https://doi.org/10.3389/fpsyg.2020.00398
https://doi.org/10.1177/0018726714562235
https://doi.org/10.31219/osf.io/ghnb9
https://doi.org/10.7819/rbgn.v0i0.3127
https://doi.org/10.1037/1076-8998.8.1.55
https://doi.org/10.1111/1467-8551.00375
https://doi.org/10.1177/0266242618813420
https://doi.org/10.1111/ijmr.12144
https://doi.org/10.1037/a0038082
https://doi.org/10.1080/09585192.2016.1138500

7. References 206

van Kleef, G. A. (2009). How emotions regulate social life: The emotions as social
information (EASI) model. Current Directions in Psychological Science, 18(3), 184—
188. https://doi.org/10.1111/1.1467-8721.2009.01633.x

Wagner, D. T., Barnes, C. M., & Scott, B. A. (2014). Driving it home: How workplace

emotional labor harms employee home life. Personnel Psychology, 67(2), 487-516.
https://doi.org/10.1111/peps.12044
Waldman, D. A., Stephan, U., Song, Z., Erez, M., & Siegel, D. (2024). Organizational

behavior and human resource management perspectives on entrepreneurship: Lessons
learned and new directions. Personnel Psychology, 77(1), 3-22.
https://doi.org/10.1111/peps.12636

Walker, M. P., & van Der Helm, E. (2009). Overnight therapy? The role of sleep in emotional

brain processing. Psychological Bulletin, 135(5), 731.
https://doi.org/10.1037/a0016570

Wang, G., & Seibert, S. E. (2015). The impact of leader emotion display frequency on
follower performance: Leader surface acting and mean emotion display as boundary
conditions. The Leadership Quarterly, 26(4), 577-593.
https://doi.org/10.1016/j.leaqua.2015.05.007

Watson, D., Clark, L. A., & Tellegen, A. (1988). Development and validation of brief

measures of positive and negative affect: The PANAS scales. Journal of Personality
and Social Psychology 54(6), 1063—1070. https://doi.org/10.1037//0022-
3514.54.6.1063

Weeks, K. P., & Schaffert, C. (2019). Generational differences in definitions of meaningful
work: A mixed methods study. Journal of Business Ethics, 156(4), 1045-1061.
https://doi.org/10.1007/s10551-017-3621-4

Wei, J., Chen, Y., Zhang, J., & Gong, Y. (2019). Research on factors affecting the

entrepreneurial learning from failure: An interpretive structure model. Frontiers in
Psychology, 10, 1304. https://doi.org/10.3389/fpsyg.2019.01304
Weinberger, E., Wach, D., Stephan, U., & Wegge, J. (2018). Having a creative day:

Understanding entrepreneurs' daily idea generation through a recovery lens. Journal of

Business Venturing, 3(1), 1-19. https://doi.org/10.1016/j.jbusvent.2017.09.001

Weiss, H., & Cropanzano, R. (1996). Affective events theory: A theoretical discussion of the
structure, causes and consequences of affective experiences at work. In B. M. Staw &
L. L. Cummings (Eds.), Research in organizational behavior: An annual series of

analytical essays and critical reviews (Vol. 18, pp. 1-74). Elsevier Science/JAI Press.


https://doi.org/10.1111/j.1467-8721.2009.01633.x
https://doi.org/10.1111/peps.12044
https://doi.org/10.1111/peps.12636
https://doi.org/10.1037/a0016570
https://doi.org/10.1016/j.leaqua.2015.05.007
https://doi.org/10.1037/0022-3514.54.6.1063
https://doi.org/10.1037/0022-3514.54.6.1063
https://doi.org/10.1007/s10551-017-3621-4
https://doi.org/10.3389/fpsyg.2019.01304
https://doi.org/10.1016/j.jbusvent.2017.09.001

7. References 207

Wilkinson, A. (1999). Employment relations in SMEs. Employee Relations, 21(3), 206-217.
https://doi.org/10.1108/01425459910273062
Williamson, A. J., Battisti, M., Leatherbee, M., & Gish, J. J. (2019). Rest, zest, and my

innovative best: Sleep and mood as drivers of entrepreneurs’ innovative behavior.
Entrepreneurship Theory and Practice, 43(3), 582—610.
https://doi.org/10.1177/1042258718798630

Williamson, A. J., Drencheva, A., & Wolfe, M. T. (2022). When do negative emotions arise

in entrepreneurship? A contextualized review of negative affective antecedents.
Journal of Small Business Management, 62, 209-253.
https://doi.org/10.1080/00472778.2022.2026952

Wu, Y. L., Shao, B., Newman, A., & Schwarz, G. (2021). Crisis leadership: A review and
future research agenda. The Leadership Quarterly, 32(6), 101518.
https://doi.org/10.1016/j.leaqua.2021.101518

Xanthopoulou, D., Bakker, A. B., Oerlemans, W. G. M., & Koszucka, M. (2018). Need for

recovery after emotional labor: Differential effects of daily deep and surface acting.
Journal of Organizational Behavior, 39(4), 481-494. https://doi.org/10.1002/j0b.2245
Yeh, S.-C. J.,, Chen, S.-H. S., Yuan, K.-S., Chou, W., & Wan, T. T. H. (2020). Emotional

labor in health care: The moderating roles of personality and the mediating role of
sleep on job performance and satisfaction. Frontiers in Psychology, 11, 574898.
https://doi.org/10.3389/fpsyg.2020.574898

Yin, J. L., Jia, M. X, Ma, Z. Z., & Liao, G. L. (2020). Team leader's conflict management

styles and innovation performance in entrepreneurial teams. International Journal of
Conflict Management, 31(3), 373—-392. https://doi.org/10.1108/IICMA-09-2019-0168
Yoo, S.-S., Gujar, N., Hu, P., Jolesz, F. A., & Walker, M. P. (2007). The human emotional

brain without sleep-a prefrontal amygdala disconnect. Current Biology, 17(20), 877—
878. https://doi.org/10.1016/j.cub.2007.08.007

Zaech, S., & Baldegger, U. (2017). Leadership in start-ups. International Small Business
Journal, 35(2), 157-177. https://doi.org/10.1177/0266242616676883
Zampetakis, L. A., Kafetsios, K., Lerakis, M., & Moustakis, V. S. (2017). An emotional

experience of entrepreneurship: Self-construal, emotion regulation, and expressions to
anticipatory emotions. Journal of Career Development, 44(2), 144—158.
https://doi.org/10.1177/0894845316640898



https://doi.org/10.1108/01425459910273062
https://doi.org/10.1177/1042258718798630
https://doi.org/10.1080/00472778.2022.2026952
https://doi.org/10.1016/j.leaqua.2021.101518
https://doi.org/10.1002/job.2245
https://doi.org/10.3389/fpsyg.2020.574898
https://doi.org/10.1108/IJCMA-09-2019-0168
https://doi.org/10.1016/j.cub.2007.08.007
https://doi.org/10.1177/0266242616676883
https://doi.org/10.1177/0894845316640898

7. References 208

Zapf, D. (2002). Emotion work and psychological well-being: A review of the literature and
some conceptual considerations. Human Resource Management Review, 12(2), 237—
268. https://doi.org/10.1016/S1053-4822(02)00048-7

Zhan, Y., Wang, M., & Shi, J. (2016). Interpersonal process of emotional labor: The role of

negative and positive customer treatment. Personnel Psychology, 69(3), 525-557.
https://doi.org/10.1111/peps.12114
Zhang, H., Zhou, X., Nielsen, M. S., & Klyver, K. (2022). The role of stereotype threat,

anxiety, and emotional intelligence in women's opportunity evaluation.
Entrepreneurship Theory and Practice, 47(5), 1699—1730.
https://doi.org/10.1177/10422587221096905

Zhang, Y., Zhang, L., Lei, H., Yue, Y., & Zhu, J. (2016). Lagged effect of daily surface acting
on subsequent day’s fatigue. The Service Industries Journal, 36(15-16), 809—826.
https://doi.org/10.1080/02642069.2016.1272593

Zhou, H. B., & Bojica, A. M. (2017). The role of emotional intelligence in entrepreneurs'

perceptions of success: An exploratory study. International Review of

Entrepreneurship, 15(3), 341-360. https://doi.org/10.2139/ssrn.2436333

Zoghbi-Manrique-de-Lara, P., & Viera-Armas, M. (2019). Using alienation at work to explain
why managers' dishonesty does not lead to firm performance. European Management

Review, 16, 273-284. https://doi.org/10.1111/emre.12181



https://doi.org/10.1016/S1053-4822(02)00048-7
https://doi.org/10.1111/peps.12114
https://doi.org/10.1177/10422587221096905
https://doi.org/10.1080/02642069.2016.1272593
https://doi.org/10.2139/ssrn.2436333
https://doi.org/10.1111/emre.12181

8. Appendix

209

8. Appendix

Appendix A — Coding of themes (Integrating emotion regulation, emotional intelligence,

and emotion-focused coping in the entrepreneurial context: A review and research agenda)

First-order

Second-order

Third-order

Emotion-focused coping

Situation-specific

themes themes themes

Emotional intelligence Individual ability
Emotion regulation
Emotional intelligence .

. . . . Entrepreneurial
Emotion regulation/Emotional labour Trait .

. . emotion
Emotion-focused coping

- = - management
Emotion regulation/Emotional labour perspectives

Anticipating emotions, using specific emotions strategies

(e.g., passion) for managing other emotions

Culture Environmental

Perceived state of environment conditions

Flrm type . Organisational

Firm or team size . " Macro- and meso-
Firm culture predispositions level factors
Foupdlng stage Organisational

During growth h

After failure prases

Individual entrepreneur Intrapersonal

Individual self-employed perspective

Team level

Leader—employee relationship Interpersqnal

Other stakeholders perspective Individual factors
Entrepreneurial abilities and traits Individual

Prior experience predispositions

Entrepreneurial team-efficacy Relational

Interpersonal process effectiveness predispositions

Venture obstacles
Perceived stress

Pitch

Role-related problems
Conflict

Failure

Entrepreneurial events

Negative emotions in general
Fear (of failure)

Anxiety

Grief

Sadness

Envy

Regret

Ambivalent emotions

Managed emotions

Antecedents

Entrepreneurial performance
Well-being

Change in emotions
Learning from failure
Motivation to try again

Individual outcomes

Venture survival

Leader emergence

Team innovation performance
Team collaboration

Venture outcomes

Consequences
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Appendix B — Hypothetical scenario and vignettes (Employee reactions to leader

emotional display strategies in a crisis situation)

Hypothetical scenario

You have been working in the sales team of a young firm since its foundation four
years ago, in which almost 40 employees are now employed. Your company has been badly
affected by the coronavirus crisis and you are already noticing that it is getting more difficult
to sell your products. You and your team have already thought about possible measures to
increase the sales figures again and how you could expand your offerings—for instance,
online. In the weekly meeting with all employees, your CEO has bad news to announce: The
negative developments of the last weeks have led to a liquidity strain. The existence of the
company and the jobs can only be secured if new ideas and distribution channels can be
established. Your CEO emphasizes that more than ever you need motivation and commitment

in sales in order to get the decreasing number of customers under control.

Vignette genuine emotions
(i.e., display of fear)

Vignette deep acting

Vignette surface acting

After your CEO has
announced the bad news, he
1s turning to you and your
colleagues personally and is
explaining the next steps.
While he is speaking, you
notice that he is scared,
which is also reflected in his
facial expression. You notice
that he shows his
spontaneous emotions in this
situation. Then he says: “I
am worried that we won’t
get out of this difficult
situation.” It seems to you
that the negative emotions
that he shows at this moment
are in line with his real
emotions.

After your CEO has
announced the bad news, he
1s turning to you and your
colleagues personally and is
explaining the next steps.
While he is speaking, he has
a positive facial expression.
You notice that he tries to be
positive despite this crisis
situation and to really feel
the positive emotions that he
is showing. Then he says:
“We can do it—I am
confident that we can get out
of this difficult situation.” It
seems to you that your CEO
is making an effort to really
experience the positive
emotions that he is showing
at this moment.

After your CEO has
announced the bad news, he
1s turning to you and your
colleagues personally and is
explaining the next steps.
While he is speaking, he has
a positive facial expression,
but you notice that he is
suppressing his real
emotions in this crisis
situation. Then he says: “We
can do it—I am confident
that we can get out of this
difficult situation.” It seems
to you that your CEO is
pretending to feel positive
emotions that he is not really
experiencing at this moment.




