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Abstract: This review focuses on Workplace emotions, a hot management topic today. A full understanding of the role of emotions 
in organizations requires focusing on how one employee's emotions affect others' emotions, knowledge, attitudes, and behaviors. 
Individuals bring their affective states, characteristics, and emotional "buttons" to work; leaders try to create passion and enthusiasm 
for the organization and its well-being; groups talk about Esprit de corps; and organizational consultants aim to increase job 
satisfaction, commitment, trust, and loyalty. Organizational members rarely do their jobs objectively, based on cold, cognitive 
calculation, and work experiences include a series of work events that can be pleasant and refreshing or stressful and frustrating. 
Without a doubt, emotions are an integral part of the workplace. We advertise emotions as social EASI's theory that emotional
expressions affect relationships and trigger affective reactions and/or reasoning processes in objects according to the object 
information processing and perceived appropriateness of emotional expression. We review evidence from four areas of 
organizational behavior: customer service, group decision, negotiation, and lead & Multilevel model of emotions: (a) within-person, 
(b) between-person (personality; attitudes), (c) interpersonal behaviors (perception & communication), (d) group level (leadership & 
teams), and (e) organizational level (culture and climate). We conclude that the study of emotions in organizations has provided new 
and important insights into the behavior of people in organizations, and we advise managers on how to create and maintain a 
positive emotional climate in their organizations. 
 
Keywords: Positivity; Influence; Emotions; Workplace; Communication; Emotional Intelligence; Organizations 

       ISSN 2250-0480



 

ijlpr2023;doi10.22376/ijlpr.2023.13.4.SP6.L32-L44 

 

 

L33 

1. INTRODUCTION  
 
1.1 Definition of Emotion 
 
Emotions, a conscious mental response (such as anger or fear) 
that is subjectively experienced as a strong emotion, usually 
directed at a specific object, and usually accompanied by 
physiological and behavioral changes in the body, play a 
significant role in a human's life. Emotions are supreme and play 
an important role in improving positive work outcomes and 
can reduce negative work outcomes. 1 At every different 
situation, its job is to show up and make us react to the 
materialistic and even imperialistic things we face in our daily 
lives. What we think is how we feel, and what we feel is what 
we take out through our actions, making it important to 
understand emotions in every aspect of life. Emotions are 
inevitable feelings we can't get rid of, but the moment we start 
working on them and take over the control from their hands 
to ours, we gradually get happier and healthier. This project 
will introduce you to and discuss "emotions in the workplace." 
To begin with, we first need to understand the true meaning of 
the topic. Emotions are well known and even talked about at 
the start of the introduction, and as the topic itself describes in 
simple words, the emotions talked about are that found in a 
workplace. It is important to understand workplace emotions 
as they play a significant role in the organization's life and its 
way to success. They can leave an impact on individuals, 
groups, or even society. Communication within the 
organization depends on the emotions of its participants or 
workers. They are generally found in specific events and 
occurrences in an organization. The basic aim is to achieve the 
state where a worker realizes the difference between their 
various emotions and works accordingly and handles them so 
that the worker can get on with their actual work. Balance out 
emotions and along with-it actions is a hard task for any human 
to perform as it takes a lot of practice and stability to achieve 
it. Understanding emotions in the workplace is important as it 
directly affects the life of the organization and its work and can 
have an individual impact on the worker's professional career 
too. It is only sometimes the quantitative factors of an 
organization that should be taken care of, but also the 
qualitative factors. And any organization should understand its 
workers' emotions, make them work accordingly, and give 
them the best to do their best. Understanding emotions is 
important, unless done properly, with no doubt can trouble the 
organization and its work. However, employee satisfaction 
levels become crucial as companies pay attention to those 
things which reach more committed employees, engaged and 
keen to go the extra mile. 2 

 
1.2 The Emotions We Feel at Work 
 
The emotions mentioned by our subjects were 55 (with 
enthusiasm included both among individual and cognitive 
emotions, anger among individual and negative attachment 
emotions, and envy and jealousy among attachment and self-
image emotions). 
 
1.3 Individual emotions 
 
- positive: euphoria, happiness, joy, gladness, enthusiasm 

- negative: agitation, anguish, anxiety, disappointment, disgust, 
displeasure, hurt, worry, anger 1, the feeling of injustice, 
frustration, stress, fear, sadness, unease. 
 
1.4 Cognitive emotions 
 
- positive: curiosity, enthusiasm, surprise  
- negative: boredom, disorientation. 
 
1.5 Attachment emotions 
 
- positive: the feeling of belonging, sympathy, tenderness 
- negative: dislike, anger 2, envy 1, jealousy 1 
 
1.6 Image and Self-Image emotions 
 
- positive: gratification, pride, the feeling of power, the feeling 
of superiority, the feeling of being useful, satisfaction. 
- negative: envy 2, jealousy 2, guilt, embarrassment, 
dissatisfaction, the feeling of inadequacy, the feeling of 
insecurity, the feeling of impotence, the feeling of inferiority, 
the feeling of uselessness, humiliation, shame, the feeling of 
exclusion, and the feeling of alienation. 
 
1.7 Other-Image emotions 
 
- positive: gratitude, esteem, admiration 
- negative: empathy, pity, compassion, contempt. 
 
"Emotion, when ignored and not taken care of accordingly, can 
lead to various impacts, not only on individuals but even groups 
and as well as on the society." They not only lead workers to 
some positive effects on their work but can even lead to some 
disturbingly negative effects. Like every coin has two faces, so 
do the effects of emotions in a workplace. As told above, it can 
leave a positive and negative impact on the results depending 
upon how the emotions were controlled or taken care of while 
they occurred at specific events. "A pledge towards positivity 
not only lets you be healthier, but it even leads the way to a 
mental state of everlasting happiness and contentment that lets 
you enjoy that very satisfaction but even let others enjoy the 
taste of it through you." We consider all the emotions in the 
above diagram when discussing the positive. It has desire, 
gratitude, euphoria, hope, and joy. If workers feel that way, 
they obviously will react according to it. As it is well known, 
what we think is what we feel, and what we feel is what we do. 
If rewarded, recognized, or appreciated in some manner, a 
participant or worker in an organization who provides the best 
of his efforts would be motivated to work better after 
following the effects of positive emotions on the workers of an 
organization.  
 ⇨   Good and better results of the organization  ⇨   Efficiency and effectiveness in the working ⇨   Provides a peaceful environment to work in ⇨   Higher-quality social context 
 
It is, no doubt, good to concentrate on the positive aspects and 
make them take over the negative ones. But that can only 
happen when a worker, may it be anyone in the organization, 
should understand the negative emotions too and realize to 
control them accordingly; otherwise can face negative impacts. 
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So, it is required to understand the negative emotions too. 
"Negative thinking will not only make you feel negative but 
even make you do negative, and one can not expect to have 
positive results if actions taken earlier were negative. 
"Negativity only builds up problems in one's life. When we talk 
about the negative emotions seen in a workplace, we can 
observe the emotions described again in the above-
represented diagram. It includes frustration, jealousy, shame, 
guilt, and others. Suppose you compare both the diagrams of 
positive and negative emotions. In that case, the negative 
emotions are more than the positive ones. This makes it 
difficult for a human to transform negative to positive as 
negatives only keep building up and get glued to you and your 
mind. This is one of the reasons why workers build up 
negativity faster. If a person or any worker in the organization 
provides the best out of him, the organization needs to 
appreciate or recognize the worker's efforts. It leads to 
demotivation for the worker making him work less and poorly 
the next time. Workers lose interest if they are not 
appreciated for their efforts, as it is human nature. 
 
1.8 Negative emotions, too, have negative impacts, as 

pointed out below.: 
 ⇨  Depleted levels of energy in the worker ⇨  Bad and delayed working  ⇨  No interest left due to negative mood swings ⇨  Depression, anxiety, stress ⇨  Poor mental health affects physical health too ⇨  Organizations failing to provide good results 
 
The problem keeps building up unless taken care of, so it 
becomes important for any organization to realize the negative 
emotions faced by its workers and then work according to its 
interest. The above research gives rise to the study and 
understanding of emotional intelligence and how it can and 
should be built up in workers. "Emotional intelligence (EI) is 
nothing but perceiving, understanding, managing and using the 
emotions for our betterment." Before the 1990s, EI had been 
an overlooked part of human nature – recognized intuitively 
sometimes but not examined according to rigorous scientific 
criteria. The new scientific idea behind EI is that people process 
emotional information; they understand and utilize emotional 
information about social relationships. This idea was launched 
in two 1990 scientific articles by Peter Salovey and Daniel 
Goleman's successful popularization of those early articles on 
emotional intelligence. The related work of many other 
scientists led to a great deal of popular discussion. This popular 
IDEA of EI as anything but IQ has created a new management 
fad. Unfortunately, the faddish appeal of emotional intelligence 
has encouraged many people engaged in otherwise legal 
business consultation to include various approaches and 
concepts under the umbrella of emotional intelligence. We 
believe in a definition of EI developed after many years of 
scientific study and real-world experience. To explain our 
definition, it helps to Emotion terms that make it up. Emotion 
and intelligence have specific, generally agreed-upon scientific 
meanings that indicate the possible ways they can be used 
together. Emotions such as sadness, happiness, fear, and anger 
refer to feelings that signal information about relationships. For 
example, happiness signals mutually understood relationship 
intelligence fear signals being threatened. The intelligence of 

emotions describes the capacity to carry out abstract 
reasoning, recognize patterns, and compare and contrast. 
Developing EI is toor an organization is important to achieve 
efficient working of its organ good, and high leveled EI would 
give out better results by the workers to its organization. So, 
any organization should understand emotions and build up EI 
levels in its workers. An example is illustrated below to get a 
better and clearer view of the things discussed above in the 
introduction. This will give you a complete idea of emotions in 
the workplace and even show you how building up EI would 
give out better results. When talking about understanding the 
emotions in the workplace and the need for higher and 
balanced EQ, it becomes important for an organization to do 
the same properly. It is one useful tool, but there is more than 
one way to lead, and certain situations call for EI more (or less) 
than others. An interim CEO who must enter a troubled 
organization and jettison major pieces of the company requires 
the cool-headedness of an aggressive surgeon. While there will 
be a lot of bad news, there may be little or no time to employ 
those skills, even if the CEO is high in EI. In many other cases, 
however, leaders lead not through rational, logical decision-
making alone but by merging thinking with feelings. This is 
where EI skills may play a pivotal role. Scientific research has 
uncovered a legitimate new human ability in emotional 
intelligence, which has implications for the workforce. Jerry's 
situation, outlined earlier, is one example of how to use that 
skill. There are many other such stories we have also studied 
(and participated in). The stories are different, but they all 
illustrate how technical and emotional factors work together in 
the workplace. They also illustrate how the manager who can 
think accurately and clearly about emotions may often be 
better positioned to anticipate, cope with, and effectively 
manage change. Emotional intelligence has become a hot topic 
of psychological research in recent years, especially regarding 
how it affects today's workforce. Businesses are essentially 
people, so anything that impacts the effectiveness of people's 
minds also impacts the businesses they run or work for. Many 
experts now believe that a person's emotional intelligence 
quotient (EQ) may be more important than their IQ and better 
predict success, quality of relationships, and overall happiness. 
It's interesting to note how the concept of emotional 
intelligence has evolved over the years, from its inception as 
something called "social intelligence" back in the 1930s to 
"emotional strength" in the mid-20th century to its current 
terminology, "emotional intelligence. "But whatever we call it, 
emotional intelligence is, in layperson's terms, our level of 
ability to: 
 
- Recognize and understand our emotions and reactions (self-
awareness) 
- Manage, control, and adapt our emotions, moods, reactions, 
and responses (self-management) 
- Harness our emotions to motivate ourselves to take 
appropriate action, commit, follow through, and work toward 
the achievement of our goals (motivation) 
- Discern the feelings of others, understand their emotions, and 
utilize that understanding to relate to others more 
effectively (empathy) 
- Build relationships, relate to others in social situations, lead, 
negotiate conflict, and work as part of a team (social skills). 
 
1.9 Historical Beginnings of Emotions 
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Early researchers in industrial and organizational psychology 
(IO) psychology and organization behavior (OB) seemed to 
understand the importance of examining emotional dimensions 
3; post-WWII research focused on behavioral and cognitive 
research areas of work where feelings and impressions were 
grouped under a broader job title satisfaction. 4 recommended 
a scientific application method called socially conscious (or 
shared values). 5 point out that in the 1920s, scientists tended 
to view society more or less as we view the natural sciences, 
setting the stage for research in the 1930s when IO and OB 
researchers often recognized affective dispositional variables, 
especially focus job satisfaction and work-life balance. The 
influence on work thus became mutually replaceable with so-
called job satisfaction. 5 In addition, after the Second World 
War and the post-war need for efficiency and practicality, 
compatibility of the person and the work environment began 
to acknowledge that the 1950-1970 years were less 
progressive in this matter than in the 1920s and 1930s.6 
affective event theory (AET) provided a useful additional 
framework for examining work emotions as a dynamic 
phenomenon. Within AET, the authors argue that employee 
behavior and performance at work are largely a function of 
how they feel in response to their environment at any given 
moment. Weiss and Cropanzano emphasize the importance of 
recognizing emotions in the workplace according to their 
impact objects and events on employees' emotions and the 
effect of employees' emotions on workplace attitudes and 
behavior. 7 According to this point of view, moods, and 
emotions are unique affective states that react to affective 
events, situations, objects, or events that can be seen as a 
threat or opportunity for achieving personal goals. Introducing 
AET, 8 found that emotions in the workplace are usually 
associated with specific activation events. Especially the 
members of the organization seem to respond to affective 
events using learned behavior, which Izard's notes (1993) 
consist of specific behavioral, cognitive, and emotional 
responses to environmental stimuli. Also, 9 reported that “the 
affective revolution in organizational behavior" took place, as 
did the "cognitive revolution" a decade earlier. 10 The 
continued interest in the study of emotions in the organization 
is reflected today in the Listserv EMONET, an international 
network of researchers that promotes discussions related to 
the development of emotions. 
 
1.10 Importance Of Emotional Intelligence 
 
1.11 Physical Health  
 
Ability to take care of our bodies and especially to manage our 
stress. It is heavily tied to our emotional intelligence. By being 
aware of our emotional state and reactions to stress, we can 
manage stress and maintain good health. 
 
1.12 Mental Well-Being  
 
Emotional intelligence affects our attitude and outlook on life. 
It can also help to reduce anxiety and avoid depression and 
mood swings. A high level of emotional intelligence directly 
correlates to a positive attitude and a happier outlook on life. 
 
1.13 Relationships  

 
By better understanding and managing our emotions, we can 
express our feelings more productively. We can also better 
understand and relate to those with whom we are in a 
relationship. Understanding the needs, feelings, and responses 
of those we care about leads to stronger and more fulfilling 
relationships. 
 
1.14 Conflict Resolution  
 
When we can discern people's emotions and empathize with 
their perspective, it's much easier to resolve conflicts or avoid 
them before they start. We are also better at negotiation due 
to the very nature of our ability to understand the needs and 
desires of others. Giving people what they want is easier if we 
can perceive it. 
 
1.15 Success  
 
Higher emotional intelligence helps us be stronger internal 
motivators, reducing procrastination, increasing self-confidence, 
and improving our ability to focus on a goal. It also allows us to 
create better support networks, overcome setbacks, and 
persevere with a more resilient outlook. Our ability to delay 
gratification and see the long term directly affects our ability to 
succeed. 
 
1.16 Leadership  
 
Understanding what motivates others, relating positively, and 
building stronger bonds in the workplace make leaders with 
higher emotional intelligence better. An effective leader can 
recognize his people's needs so that those needs can be met in 
a way that encourages higher performance and workplace 
satisfaction. An emotionally savvy and intelligent leader can also 
build stronger teams by strategically utilizing the vibrant 
diversity of their team members to benefit the team as a 
whole. Emotional intelligence is still not completely 
understood, but we know that emotions play a critical role in 
the overall quality of our personal and professional lives, even 
more, critical than our actual measure of brain intelligence. 
While tools and technology can help us to learn and master 
information, nothing can replace our ability to learn, manage, 
and master our emotions and the emotions of those around us. 
 
1.17 Improving Emotional Intelligence 
 
1.18 Self-Awareness 
 
Learn to recognize emotions, understand their origin and 
distribute them into strengths and weaknesses. Self-awareness 
is the foundation of emotional intelligence. 
 
1.19 Self-Management 
 
Here it would help if you balanced out all your emotions. For 
example, if you get angry in some situations, try to control 
your anger, or if you need to be more expressive, pull yourself 
to make your point.  
 
1.20 Social Awareness 
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It is about understanding other co-companions' emotions, 
accordingly, adapting, and providing a response. For example, if 
your boss is acting angry, it might be because he is dissatisfied 
with your work; or because he fought with his wife. In both 
these cases, your response would be different. So chose to 
react wisely and according to the situation. 
 
1.21 Relationship Management 

 
Effective relationship management can largely define your 
success at work. It would help if you emphasized building 
relationships, maintaining existing relationships, and managing 
conflicts properly. In addition, be open and agreeable to other 
people's suggestions, respect different opinions, accept your 
mistakes, and show empathy to others. 

 
1.22 The Five-Level Model of Emotions in Organization 

 
 

Fig 1. A Five-Level Model of Emotions (Ashkanasy,2003) 
 
 

The model exceeds five levels of analysis: Level 1, which 
includes temporal variations of emotions and behavior, is called 
intra-individual variability. Level 2 refers to inter-individual 
variability, such as personality and emotional intelligence. Level 
3 deals with the role of emotions in human relationships - 
including feeling and communicating emotions - and emotional 
work. Level 4 analysis moves to group phenomena, including 
team leadership. Finally, level 5 focuses on the organization, 
such as vibrant culture and climate.  
 
1.23 Level 1: Within–Person 
 
Level 1 contains the inside of a person's neurophysiological 
processes, which in turn consist of physiological manifestations 
of emotions which constitute cognitive activity. In addition, 
affective reactions are high at this level, the consciously out-of-
control part. Another notable aspect of within-person 
variability is empirical methods must account for the variation 
in real-time affect and behavior. For example, researchers can 
use daily log data or expert sampling methods where 
measurements are made in real-time several times daily. 
 
1.24 Level 2: Between People 

The second level of Ashkanasy's (2003) five-level model 
involves interpersonal analysis and refers to individual personal 
differences. In the context of workplace emotions, the 
dominant variable that was studied was emotional intelligence 
consisting of four basic skills or "branches": (a) recognizing 
emotions both in oneself and others, (b) using this information 
to make cognitive decisions; c) understand the consequences of 
the emotions and (d) the use and management of emotions in 
behavioral decision making. 
 
1.25 Level 3: Interpersonal Emotions 
 
The third level of emotions focuses on how emotions are 
assessed and communicated by and among the employees of an 
organization. However, as 11 points out, most studies of 
emotional communication are in the context of Organizational 
behavior related to emotional labor. As noted before, 12 found 
that service workers must show appropriate emotions 
(positive or negative) to customers or clients per the 
employment terms. For example, retail, food, tourism, and 
entertainment service providers must show positive emotions 
or offer "service with a smile." On the other hand, other 
employee enforcement sectors (e.g., law enforcement, debt 
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collection) are expected to appear negative emotions in 
addition to emotional labor; this was recognized by 13 true 
feelings that can also be appropriately expressed in certain 
circumstances. 
 
1.26 Level 4: Leadership & Teams 
 
Level 4 of Ashkanasy's (2003) model relates to teams and 
groups. There is leadership in this relationship as a social 
process that greatly impacts team members' moods and 
emotions. 14 analyzed the emotional process in leadership 
situations. It concluded that the social context affects emotions 
and their respective social contexts as part of a reciprocal 
process .In summary, level 4 of the five-level model represents 
a critical "middle level" for organizational effectiveness. 15 As 

such, it is the plane that represents intersections of the 
individual (levels 1 and 2) and interpersonal (level 3) processes 
about the culture of the organization, climate, and finally, the 
effectiveness of the organization (level 5). 
 
1.27 Level 5: Organization level 
 
In the level 5 model, 16 discusses the role of emotions at the 
organizational level and argues that organizational leaders must 
work toward a "healthy emotional climate." In this regard, 17 
argue that a healthy climate is characterized by positive feelings 
created and maintained throughout the organization. Individual-
level moods, emotions, emotional sharing, and group effects 
can change the affective context in which the group is located. 

 
 
1.28 Cross-Level Model of Emotions 
 

 
 

Fig 2. Cross-level view of emotions at five levels analysis 1 

 
In this review, we used 16 five-level model, which includes the 
following levels: a) intrapersonal time effects, b) interpersonal 
factors, c) interpersonal behavior, (d) group and team 
leadership, and (e) cross-organizational vision. As shown in 
Figure 1, five levels are strongly interconnected between and 
among analysis levels. Feelings and their assumptions and 
effects in workplaces cannot be understood except as a multi-
level phenomenon of reciprocal and recursive relations. At the 
heart of this version, the model is AET (level 1). These 

relationships are, in turn, directional, affective, and moderated 
based on individual differences (level 2). Effective events 
themselves are largely caused by human relationship insights 
(level 3) and conclusions derived from individual differences 
(level 2) and organizational context (level 5). Finally, affective 
events (level 1) also have direct effects on processes occurring 
in groups (level 4), which in turn are affected by individual 
differences (level 2) and organizational context (level 5). 
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1.29 EASI: Emotion as Social Emotion Information 
 
Emotion as Social Information (EASI) Theory 18 is rooted in the 
aforementioned socio-functional approach to emotions. A basic 
premise of this perspective is that as emotions provide 
information to oneself 19, emotional expressions provide 
information to observers 20, which may affect their knowledge, 
attitudes, and behavior. Therefore, elementary is probably the 
building block of the present analysis that feelings not only have 
an interior impact on those who experience them but also on 
people who observe interpersonal effects them. 
 
1.30 Affective Reactions 
 
Emotional expressions can create feelings and observing 
reactions that may have later effects on the behavior. One kind 
of affect reaction is caused by emotional contagion, the 
tendency to "pick up" other people's emotions. 21 One form of 
emotional contagion occurs when individuals are exposed to 
nonverbal influences from others showing emotions (e.g., faces, 
voices, and postural expressions) to be imitated, producing 
compatible emotional states afferent reaction (i.e., physiological 
feedback facial, vocal, and postural movements). 22In addition to 
emotional contagion, affective reactions can be positive or 
adverse impressions. These impressions can, in turn, shape 
behavior. For example, people tend to help others who they 
withhold and deny others the help they want or dislike. These 
effects are more motivational than affect feelings about 
judgments and behavior mediated by cognitive processes such 
as affect information and efficient preprocessing. Despite these 
differences, both affective reactions shape organizational 
behavior. 
 
1.31 Inferential Processes 
 
Another way emotional expression causes interpersonal effects 
in organizations is by triggering reasoning processes in 
observers. Certain emotions arise in response to evaluations 
(interpretations) of certain situations. 23 For example, grief 
occurs when faced with an irreversible loss and experiences 
low coping potential, and guilt occurs when a person feels that 
he has violated some social norm or moral obligation. 24 
Because discrete emotion has many different rating models, 
they offer much information for observers. For example, 
emotional expressions convey information, feelings of the 
expresser 25, social intentions 26, and orientation to other 
people. 27 Additionally, emotional expressions inform observers 
expressing an assessment of the situation. This is illustrated by 
the classic work on social referencing, which showed that 
babies are more likely to cross a visual cliff while their mother 
smiles than when he appears fearful. 
 
1.32 Information Processing 
 
Based on the idea that emotional expressions provide 
information about the EASI of the expresser according to the 
theory, interpersonal influences depend on emotional 
expressions in the work environment on the motivation and 
skills of the observer to process the information provided by 
them, the deeper the information processing, the more likely 
people are to draw conclusions based on other people's 
feelings. Such information processing — or epistemic 

motivation - is partly rooted in personality. For example, 
individuals with a higher need for cognition, lower cognitive 
need for closure, less personal need for structure, and greater 
openness to experience are higher in epistemic motivation than 
those who indicate opposite poles of these continuums, and as 
a result, they train more deliberately process. 28 Therefore, 
more of these individuals probably reflects the feelings of other 
people, and hence the influence of other emotions expressions 
is more likely to transmit deliberate reasoning processes than 
affective reactions. 
 
1.33 Perceived Processing 
 
The relative predictive strength of the inferential processes and 
affective reactions also depend on influencing socio-contextual 
factors perceived through ugh appropriateness of emotions. 
Perception of inappropriateness happens when people feel that 
another person's emotional expression is contrary to 
normative expectations. For example, a Study of Violation of 
Expectations shows that although unexpected events can 
trigger increased information processing, negative affective 
responses to anticipation violations are usually primary. In 
addition, there is evidence that manifested emotions, 
considered inappropriate to the circumstances, create negative 
emotions in the observers. 
 
1.34 Managing Emotions at Work 
 
Although emotions and emotional control in the workplace 
have always been central to management practice and 
development, especially in studying organizational emotions, 
the settings are relatively recent. However, Self-awareness is 
the ability to recognize and understand one's moods, emotions, 
and drives, as well as their effects on others. Self-management 
is the ability to "think before acting" or control and redirect 
emotions and moods. Social awareness is the ability to read, 
understand, and empathically address the emotions of others. 
The final skill area, relationship management, measures one's 
proficiency in managing interpersonal relationships, seeking 
common ground, and building rapport. Most of us could point 
to a supervisor we have witnessed in the workplace who has 
lived up to the ideal in these four skill areas. If so, we likely 
agree that this individual was not only competent in the role of 
supervisor but also admired by subordinates. This was a leader 
most would want to follow. Good leadership, and hence good 
supervision, is seen when an individual is smart about the use 
and interpretation of emotions, can command respect from 
those being led, and fosters an environment that is not only 
conducive to learning and growth but also instills passion in 
each person being supervised. 
 
1.35 Practical Implication 
 
From a practical perspective, this review has many advantages, 
especially since some emotional responses require careful and 
appropriate management. For example, managers can help their 
employees increase their emotional resilience or self-efficacy – 
which has been shown to improve performance. This can also 
be done by increasing positive resources (the influence of self-
efficacy factors). Ways to increase positivity resources include 
an organization that employs an external expert through 
personal role models and otherwise takes responsibility for 
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strengths and daily achievements at work. 29 Managing 
emotional reactions benefits both the employee himself and his 
organization. In addition, organizations can benefit by managing 
organizational stress and negative effects that harm employees' 
social well-being, productivity, and organizational performance. 
Intervention through primary, secondary, and tertiary 
intervention. As 30 points out, primary prevention can be 
achieved by removing the source of negative influences from 
the work environment to reduce the negative impact on the 
individual. Primary prevention can be implemented by 
rescheduling a task or job environment, creating more flexible 
work schedules, or creating unified teams. The strategy for 
preventing work-related psychological disorders includes 
several recommendations to reduce work stress, including 
avoiding overload and creating work schedules. Compatible 
and flexible with employees, avoiding ambiguity in promotional 
opportunities, providing opportunities for social interaction and 
emotional support, and creating meaningful tasks that can use 
skills. 31However, secondary prevention concerns the rapid 
detection of perceived stress, raising awareness, and improving 
a person's stress management skills through training. Secondary 
prevention essentially has a few limitations and thus does not 
involve taking action to solve the cause of the problem. 
Tertiary prevention focuses on treating those who would have 
experienced poor mental or physical health due to stress, and 
this is reflected in assisting staff programs (EAP) or counseling 
services to help employees deal with workplace stressors and 
the ripple effects of working life. Finally, another way for 
organizations to reduce stress and destructive emotions is 
working for health and safety validated by financial incentives 
such as tax credits organizations 32 to link risk assessment and 
stress prevention strategies to insurance premiums.  
 
1.36 Future Research 
 
Future researchers must be more consistent in defining key 
terms, especially regarding differentiation effects, feelings, 
mood, and emotions. The terms are still used interchangeably, 
which causes ambiguity and uncertainty about the nature of 
definitions and relationships. First, authors must carefully define 
all terms and explain what aspect is involved under a magnifying 
glass. In addition, researchers have generally tried to limit their 
research to positive and negative impacts; rather than simply 
dealing with the effects of discrete emotions, one pays more 
attention to particular emotions. It's not just about positive or 
negative impact, but also within each limit. For example, anger, 
fear, and sadness are all negative examples of effects, but they 
refer to different modes of action. 
 
1.37 Literature Review 
 
The literature review consists of all the recent studies on " 
Emotion in the Workplace." Studies relating to emotions, 
emotional intelligence, and their effect on workers and their 
organization of them are listed below: -Australian Corporation, 
2009 investigated the issue "Stress, appraisal, and work routine 
in wartime: Past research has devoted little attention to the 
role of work routine (i.e., adherence to a consistent pattern of 
attending work in a regular, predictable manner) in civilians' 
lives during wartime. The current study offers competing 
theoretical arguments on how work routine and gender 
combine to moderate the association between primary 

appraisal and war-related stress among civilians during the 
Second Lebanon War (July-August 2006). Data were collected 
using telephone interviews (based on a structured 
questionnaire) with 2072 civilians. The sample was obtained 
using a within-strata random-sampling method. Our results 
suggest that negative affect (a symptom of stress) is associated 
with a more negative primary appraisal of the war situation 
(i.e., higher threat appraisal). The association between negative 
affect and appraisal was attenuated among individuals engaging 
in regular work routines and among men. Moreover, the 
positive relationship between work routine and appraisal was 
stronger among women than men. This study provides insight 
into the role of the workplace in the lives of civilians exposed 
to continuing unsafe situations. In light of past research 
suggesting that women are more vulnerable to war-related 
stress than men, this study proposes that regular work 
routines may be particularly beneficial for women South 
Korean Institute of Psychology, 2009 "Workplace injustice and 
self-reported disease and absenteeism in South Korea.” An 
average of 7.2% of workers reported experiencing at least 
one workplace injustice over the past 12 months. 
Female workers were significantly more likely to experience 
age and gender discrimination and unwanted sexual attention 
than male workers. Both male and female workers who 
experienced any workplace injustice (i.e., discrimination, 
harassment, or violence) reported approximately two- to 
threefold increased risk for physical and mental 
health problems (i.e., backaches, muscular pain, stomach pain, 
overall fatigue, headaches, anxiety/depression, sleeping 
problems, and injury) and absenteeism due to accidents or due 
to health problems In a study by 33; study participants were 
divided into two groups.  One group received an EI training of 
four sessions of 2-1/2 hours each.  The other group did not 
receive any training.  After the treatment, the training group 
showed a significant increase in emotion identification and 
management compared to the control group.  Six months later, 
the training group still had the same improvement in emotion 
identification and emotion management.   The control group 
showed no change. Graduate Careers Australia co,2009 
investigated "Putting your institution to Work." Workplace 
trends demonstrate that most administrative professionals use 
their gut instincts to make decisions. Discover how 
professionals can use intuition effectively to anticipate the 
needs of others and advance their careers. Our workplace 
research will guide professionals in learning to predict the likely 
outcomes of others' behaviors, identify solutions to business 
problems and make better decisions, making themselves more 
valuable to their organization. Though geared toward 
administrative professionals, this guide will assist employers in 
better understanding their employees.34 "Sustainable Work: 
Health, Wellbeing, and Productivity - A Symposium: 
The Sustainable Work Symposium held on 17 July 2014 will 
explore the complex connections between work, well-being, 
and productivity. The event will feature presentations by 
researchers and practitioners from diverse organizations, 
including the University of Sydney, NSW Health, Comcare, 
Davidson Trahaire Corpsych, National Employment Services 
Association, the Black Dog Institute, and the Centre for Work 
+ Life, University of South Australia. Graduate Careers 
Australia Co,2009 Investigated On “Employer Satisfaction 
Survey: The proportion of recent graduates looking for full-
time work is now above 10 percent, but the most 
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recent research from Graduate Careers Australia shows that 
employers remain overwhelmingly satisfied with the work skills 
of graduates they employ. The Workplace Research Centre is 
looking more deeply at how satisfied employers are with 
recent university graduates' general and technical skills. The 
Commonwealth Department of Education project is being 
conducted in collaboration with social research company ORC 
International and the Centre for the Study of Higher Education 
at the University of Melbourne.  University graduates from four 
universities and their workplace supervisors are being surveyed 
as part of the project. Fieldwork will conclude at the end of 
March, with a report provided to the Department in May. 
University From Melbourne, 2012 Investigated On “ 
Workforce Development In The Australian Cotton Industry: A 
new traineeship opportunity, 'Grow a Career In Cotton,' has 
recently been born out of a three-year workforce 
development research project funded by the Cotton Research 
and Development Corporation involving researchers from the 
University of Melbourne and the Workplace Research Centre 
at University of Sydney Business School. Australia's 
cotton industry is a world leader in combining science, 
technology, and natural resources. The research team has been 
investigating current workforce issues impacting the cotton 
industry in regional NSW and Queensland due to drought, 
mining, and an aging workforce. The traineeship pilot is one 
initiative to help inform the development of a national or 
regional workforce development approach to help ensure 
Cotton has the right people in the right place at the right time, 
now and into the future.34 "Workplace Bullying: A Problem for 
Nurses and Other Non-Nursing Unit-Based Staff": A high 
prevalence of workplace bullying in various healthcare 
organizations has been demonstrated in several studies. In a 
study including nurses from Massachusetts, 31% of the 
respondents reported bullying incidents. In a survey completed 
by members of the Washington State Emergency Nurses 
Association, 27% of the respondents had experienced acts of 
bullying in the past 6 months. Another study analyzing the 
prevalence of disruptive behavior among healthcare 
professionals in 50 Veterans Hospitals Associations found that 
86% of nurses witnessed disruptive behavior from physicians, 
and 72% had witnessed disruptive behavior among nurses. 
While the prevalence of workplace bullying varies across 
studies, it is a definite problem experienced by all types of 
employees working in a healthcare organization.34 “Inverse 
roles of emotional labor on health and job satisfaction among 
long-term care workers in Japan. “Emotional labor increases 
among long-term care workers because providing care and 
services to impaired elders causes conflicting 
interpersonal emotions. Thus, we investigated the associations 
between emotional labor, general health, and job satisfaction 
among long-term care workers. We conducted a cross-
sectional study using a mail survey among 132 established 
private daycare centers in Tokyo. The outcome variables 
included two health-related variables and four job satisfaction 
variables: physical and psychological health, satisfaction with 
wages, interpersonal relationships, work environment, and job 
satisfaction. We performed multiple regression analyses to 
identify significant factors. Directors from 36 facilities agreed to 
participate. A total of 123 responses from long-term care 
workers were analyzed. Greater emotional dissonance was 
associated with better physical and psychological health and 
worse work environment satisfaction (partial regression 

coefficient: -2.93, p = .0389; -3.32, p = .0299; -1.92, p = .0314, 
respectively). Fewer negative emotions were associated with 
more job satisfaction (partial regression coefficient: -1.87, p = 
.0163). We found that emotional labor was significantly 
inversely associated with health and job satisfaction. Our 
findings indicated that the emotional labor of long-term care 
workers has a negative and positive influence on health 
and workplace satisfaction. It suggests that care quality and 
stable employment among long-term care workers might affect 
their emotional labor. Therefore, we think a program to 
support emotional labor among long-term care workers in an 
organized manner and a self-care program to educate workers 
regarding emotional labor would be beneficial.34 “ Effect Of 
Psychosocial Stress On The Level Of Anxiety, Depression And 
Behavioral Risk Factors Of Cardiovascular Diseases In Men.: 
High level of stress was associated with older age (p < 0.01), 
stressful occupation (locomotive drivers) (p < 0.001), the 
threat of emergencies (p = 0.0007), history of early 
cardiovascular diseases (p = 0.02), insufficient consumption of 
vegetables and fruits (p = 0.02), higher body mass (p = 0.02), 
insufficient sleep duration (p = 0.02), subclinical, clinical anxiety 
and depression, workplace AH (p = 0.002).Graduate Careers 
Australia,2009 investigated " Workplace mobbing and 
bystanders' helping behavior towards victims: the role of 
gender, perceived responsibility and anticipated stigma by 
association": We examined victims' perceived responsibility and 
bystanders' anticipated risk of being victimized themselves 
when others associate them with the victim (stigma by 
association, SBA) as possible antecedents of bystanders' 
helping behavior towards a victim of workplace mobbing, and 
explored the effects of gender. Guided by the attribution 
model of social conduct (Weiner, 2006), a 2  ×  2 vignette 
experiment was conducted. Participants were Dutch 
regional government employees (N  =  161). Path analyses 
supported the hypotheses but showed different results for 
women and men. In the strong (Vs. weak) responsibility 
condition, women reported less sympathy and more anger, and 
men only had more anger, which resulted in lower helping 
intention. Additionally, for men, the results showed an 
unexpected direct positive effect of responsibility on helping 
intention. Furthermore, in the strong SBA condition, women 
and men reported more fear, and men, unexpectedly, more 
anger. Consequently, helping intention decreased. The findings 
on gender are discussed in the context of social role theory, 
gender, and emotion. Our findings suggest that to prevent and 
tackle mobbing, organizations, and professionals should be 
aware of the attributional and emotional processes and gender 
differences in bystanders' helping behavior. Ohio Corporation 
Limited, 2013 investigated "Work-related stress factors 
associated with problem drinking: A study of the Spanish 
working population. "Moderate and high levels of exposure to a 
toxic working environment (OR = 2.15 [95% CI = 1.51-3.06] 
and OR = 2.23 [95% CI = 1.49-3.36]) and a high level of lack of 
social support (OR = 1.62 [95% CI = 1.16-2.28]) were 
associated with heavy drinking, and precariousness with binge 
drinking for both moderate (OR = 1.22 [95% CI = 1.01-1.46]) 
and high (OR = 1.33 [95% CI = 1.04-1.70]) levels (OR = 1.21; 
95% CI = 1.04-1.40) in men. Significant associations among 
women were only found when stress factors were analyzed 
separately. 
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2. RESULT 
 
It can be easy for managers to dismiss emotions in the 
workplace, but ignoring them can have serious consequences. 
It's no secret that emotions play a role in the workplace. When 
people are stressed, upset, or angry, it can affect their work 
performance and interactions with others. Managers must be 
aware of these feelings and how to deal with them. By 
understanding and recognizing the role of emotions in the 
workplace, leaders can create a positive environment for their 
team and help them succeed. In addition, the workplace 
environment can help predict workplace outcomes. Here are 
some key ways emotions at work affect the organization:  
- A happy work environment attracts top talent - Besides, 
bringing in the best people, fun, and support from colleagues 
increases the level of engagement and commitment to the 
company. Too much of a good thing - Too much fun or 
friendliness can inhibit critical thinking and reduce productivity.  
 
- Excessive stress weakens brain power – Stress has been 
shown to cause problems with memory, attention, impulse 
control, and mental flexibility. Therefore, workplaces that are 
too disciplined or don't care about fostering a positive 
emotional culture can end up with less productive employees. 
 
- Emotional exhaustion leads to burnout - burnout is thought 
to be caused by low morale over a long period. This can be 
due to several workplace issues, such as feeling undervalued at 
work, lack of influence, or lack of camaraderie among team 
members. On the other hand, positive emotions lead to 
innovation – when employees feel safe to express themselves 
and are encouraged to take risks, they are more likely to come 
up with new ideas. And when these ideas gain support and 
enthusiasm, they are more likely to develop into successful 
products or services. 
 
3. DISCUSSION 
 
With all the study done above, it is clear that emotions in the 
workplace are too important to be studied and then taken care 
of. Emotions strongly influence our work life. Research has 
shown how employees manage their emotions affects individual 
and organizational success. Several terms have been introduced 
to describe the management of employees' emotions, such as 
emotional regulation 35 and emotional labor 36. Regardless of 
the label chosen, employee emotion management has been 
linked to a range of work-related outcomes, such as work 
attitudes, individual well-being, and performance. Emotions can 
dominate a human being's actions. The actions can be negative 
or positive, so it is important to ensure that all the actions 
taken shall be positive or stable so that they don't interfere 
with the organization's work and negatively impact it. Being 
able to control your emotions, gauge the motions of those 
around you, and effectively influence them is imperative to 
success in the workplace. "Toxicity in the workplace is a 
regular occurrence and an occupational hazard. That is why the 
success of many projects, and the organization itself, depends 
on the success of "handlers," the people (usually managers) 
whose interventions either assuage individuals' pain from 
toxicity or eliminate it.As a result, to be effective, leaders must 
manage emotional contagion so that it does not get out of 
hand. In this regard, 15 argue that managers must practice 

"emotional management" to regulate emotions. Thus, effective 
leaders engage in authentic emotional expression or (at least) 
deep action model emotions that correspond to the given 
situation; this feeling is likely to arise from group members (by 
contagion), resulting in the whole team acquiring (heart) 
feelings.In addition to its immediate role, emotion affects the 
formation of relationships between leaders and the group. 
There is also evidence that emotions play a role in broader 
leadership patterns. There is even data to suggest that 
transformational leaders' core skill is helping followers cope 
with negative emotional events. For example, in a study of 
research and development teams. 37 found that leaders improve 
performance by helping their followers make transactions. One 
can conclude that dealing with emotions and emotional 
information in the workplace effectively assists employees in 
managing occupational stress and maintaining psychological 
well-being. Psychological and Emotional- "Individuals 
experiencing job insecurity have an increased risk 
for anxiety, depression, substance abuse, and somatic  
complaints." We identify five directions for future research. 
First, the problem is that according to recommendations. 
(Researchers have consistently defined key terms, especially 
differentiation effects, feelings, mood, and emotions. The terms 
are still used interchangeably in the literature, which causes 
ambiguity and uncertainty about the nature of definitions and 
relationships. First, authors must carefully define all terms and 
clarify which aspect is involved under a magnifying glass. In 
addition, researchers have generally tried to limit their 
research to positive and negative impacts; rather than dealing 
only with the effects of discrete emotions must exist one must 
pay more attention to particular emotions. It's not just about 
positive or negative impact, but also within each limit. For 
example, anger, fear, and sadness are all negative examples of 
effects, but they refer to different modes of action. 38 Second, 
although the study of within-person effects using diary or ESM 
methods are becoming more common, there is a growing need 
for Level 1 studies that group variables over time. 39 In 
addition, 40 part Level 1 research shows how everyday affective 
experiences determine employees' attitudes toward the future 
organization and reflect the person-organization relationship. 
Previous studies have mainly focused on the psychological 
aspects of employees and ignored the organizational aspect. 
employees' feelings about corporate events affect individual and 
organizational commitment also emphasizes that improving 
organizational performance can improve an employee's 
psychological function view. Our third recommendation for 
future research is based on an idea researchers are exploring. 
Organizational research also needs to pay more attention to 
the role of context, especially in cross-cultural research. For 
example, 40 used a large sample, A mainland Chinese study of 
general organizational commitment linked to specific emotions 
in an organizational environment. They report findings from 
Western samples consistent with previous theory, indicating 
that the multilevel model of AET is broadly applicable. Also, 
Emotional granularity has been increasingly associated with 
social and emotional well-being and is theorized as a key factor 
in emotion regur example, individuals with high granularity have 
better emotion regulation skills. In contrast, low granularity is 
associated with poor emotion regulation strategy performance. 
41Therefore, positive emotional intensity can be beneficial in 
terms of social relationships. A capacity for emotional accuracy 
can help better understand the emotional states of others and 

http://en.wikipedia.org/wiki/Occupational_stress
http://en.wikipedia.org/wiki/Anxiety
http://en.wikipedia.org/wiki/Depression_(mood)
http://en.wikipedia.org/wiki/Substance_abuse
http://en.wikipedia.org/wiki/Somatic


 

ijlpr2023;doi10.22376/ijlpr.2023.13.4.SP6.L32-L44 

 

 

L42 

facilitate interpersonal communication. studies have shown that 
individuals with high emotional differentiation were better able 
to categorize and recognize the facial expressions of others, 
and individuals with high emotional detail were better able to 
assess the emotions of their romantic partners. 42 Although 
these studies focused on the discrimination of negative 
emotions, the discrimination of positive emotions can also be 
useful for understanding other emotions. Li et al. 2016 found 
that responses to emotional injury differed between American 
and Chinese samples; 43 found cross-the cultural differences in 
the secondary misconduct overview. Based on these findings 
and given the prevalence of MNCs, researchers should 
prioritize researching issues in organizations at all emotional 
levels in a multicultural context. As the workforce grows and 
must also examine, we also need to look at the impact of 
globally distributed teams and remote workers' team dynamics. 
In addition, 40 points out that collective versus individualistic 
group members can significantly influence the affective 
dynamics of a team. Marital and Family- Spouses and children 
can feel the crossover effects of burnout brought home from 
the workplace. Depleted levels of energy which affect home 
management, are another consequence. Organizational- 
Negative feelings at work affect "employee morale, turnover 
rate, commitment to the organization." Not being able to 
control personal emotions and recognize emotional cues in 
others can be disastrous in the workplace. It can cause conflict 
between you and others or cause you to be seen negatively, 
resulting in missed opportunities. Not having a strong base for 
drama and gossip can also disrupt a functioning business. Lisa 
McQuerrey defines drama: "Drama is usually defined as 
spreading unverified information, discussing personal matters at 
work, antagonizing colleagues or blowing minor issues out of 
proportion to get attention." McQuerry wrote an article giving 
solutions to stop drama and conflict between coworkers. 
There are eight important solutions to ending the conflict in a 
workplace, according to McQuerrey, the first being to set a 
policy in an employee handbook making drama unacceptable. 
With this, there needs to be a list of consequences. The 
second is that the roles of employees need to be clarified. 
Other examples in her article include: Stopping gossip before it 
makes its rounds, confronting employees about changes at 
work yourself instead of having a rumor mill, report drama if 
there is a regular instigator. McQuerrey says that if situations 
happen, there should be a meeting where management 
mediates the people who gossip. It is also important to follow 
up with your policy and give warnings about the consequences. 
Employees may be unaware of how their actions impact their 
coworkers. However, bringing a behavioral expert into your 
business is usually positive reinforcement when there's nothing 
else you can do. This indicates that stress reduction and health 
protection could be achieved by decreasing work demands 
(stressors) and increasing employees' resources, including 
emotional intelligence. Increasing EI skills (empathy, impulse 
control) necessary for successful job performance can help 

workers deal more effectively with their feelings, and thus 
directly decrease the level of job stress and indirectly protect 
their health". 
 
4. CONCLUSION 
 
The research we presented aimed to provide a first overview 
of people's emotions at work. We found out that more than 
half of emotions are felt not so much because of the work itself 
but because of the social relationships held at work and how a 
person feels about herself due to both work and social 
relationships. In the traditional trend that opposed reason to 
passion and used to draw a rigid distinction between reason 
and passion in the workplace, the emotions felt out of the 
cognitive aspects of work would have been the only accepted 
one. And yet, from our data, it results in they are but a small 
portion of the emotions we feel about work. A great part is 
caused by interaction with other people: some are linked to 
the struggle for power in the workplace, to the goals of the 
image, and to competition, and, in their turn, they sustain 
attachment or withdrawal from other people, cooperation, or 
aggression. Moreover, our work has a relevant effect on how 
we see ourselves, and many of our emotions at work are 
linked to our self-image. The results of this first overview also 
show that the emotions felt at work, and their specific qualities, 
are linked not only to individual factors such as gender or the 
type of work but also to the social structure of one's work and 
one's status within the organization. In conclusion, the 
emotions we feel at work are both effects and causes of our 
life and behavior in the workplace. In viewing emotions as a 
causal factor in work, we think that positive emotions can be 
the engine of motivation and commitment to one's job, while a 
negative mood on the job is far from helping; hence, it is 
important to monitor aspects of a person's work like her 
relationship with her job and her social interaction. With other 
people in such a way as to maximize occasions for positive 
emotions and minimize negative ones. In viewing emotions as 
an effect of work on people, some results in this paper clearly 
show how relevant work is for people's well-being, thus 
reminding us how providing people with a good job 
environment could contribute to the quality of their life. 
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