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Abstract: The aim of this research paper was to investigate the gender-based
comparison between emotional labor strategies and the job satisfaction of
university teachers. It was a quantitative research study. The target population
was, teaching faculty (Social sciences and humanities departments) of public
sector universities in Islamabad and Rawalpindi. A total number of teaching
faculty in both departments is 852. The sample size was 472, which was
developed by using a stratified random sampling technique. The findings
revealed that there is no gender difference regarding the use of emotional labor
strategies, however, a significant gender difference is found regarding job
satisfaction. This research study will be helpful for the universities'
administration to comprehend the importance of gender-based differences
regarding emotional labor strategies and the job satisfaction of university
teachers. They may plan and conduct trainings with regard to emotional labor
strategies and job satisfaction to guide their teachers in the best possible
manner.

Introduction
Usually, teachers maintain

face-to-face

with the challenging demands and other
requirements teachers need to display emotional
labor in the workplace (Constanti & Gibbs 2004;

interactions at the workplace. They are also
required to develop professional communication
with  their  colleagues,  students  and
administration. To perform all these tasks
educators are expected to show some specific
feelings and at the same time hide some
particular emotions for the positive display of
their personalities (Ogbonna & Harris, 2004).
According to Hargreaves (1998) and Zhang & Zhu
(2008) management of emotions is among the
basic requirement of the teaching profession.
Demands from the teachers at the workplace and
their role specifically at a higher level have
become more significant nowadays. To compete

Ogbonna & Harris, 2004).

University teachers display different levels of
emotional labor to show emotions as a
requirement of the job in different occupations.
It was discovered by Hochschild, such emotional
management is emotional labor and which is the
core concept and central idea. She further stated
that the concept of emotional labor is a
complicated type of emotional management
which is related to suppressing particular
emotions to achieve goals (Constanti et al. 2004).
Hochschild (1983), stated that when employees
are for a long time period utilize emotional labor,
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it affects adversely their well-being. In the
emotional labor theory, given by Hochschild,
emotional labor is employer-driven in which
employees are expected to display emotions
suggested by the organization while ignoring the
emotions which employees actually feel. There
are two kinds of emotional labor (1) Surface
acting is related to outward change of show of
emotions by hiding the genuinely felt emotions.
(2) Deep acting is related to efforts of employees
to do modification of internal emotions with the
help of the relevant trainings provide by their
organizations to  complete  their  job
responsibilities appropriately and gradually they
are able to feel the expected emotions. Deep
acting is considered to be a positive strategy
which as a result gives more positive outcomes. It
decreases stress and plays a vital role to increase
the job satisfaction of employees.

Genuine Expression of Emotions

Ashforth & Humphrey (1993) have given this
strategy. According to them, genuine emotions
are the type of emotions which are naturally and
spontaneously felt by employees. Employees do
not execute any effort to change or hide their
emotions but they truly feel at their heart. Such
emotions arose in the employees naturally to
complete their tasks appropriately at the
workplace. They said that genuine expression of
emotions is a separate category and it increases
the job satisfaction of employees.

Job satisfaction is said to be the general
behavior of employees towards their job. For
example, if a person satisfied with job their job
he/she shows a positive attitude if a person is not
satisfied with their job then he/she negative

Figure 1

Ashforth and Humphrey (1993) Emotional Labor Theory
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attitude towards their or job her profession
(Robbins & Coulter, 2005). Emotional labor may
produce both satisfaction and dissatisfaction for
the employees. The current research study was
designed to explore the gender-based
comparison between emotional labor strategies
and the job satisfaction of university teachers.

Emotional Labor Theory

According to Ashforth and Humphrey’s (1993)
deep acting and surface acting are much similar
to Hochschild (1983) but they have included one
more category to the emotional labor process.
This Category is named as naturally felt or a
genuine expression of emotions. Genuine
emotions are the emotions which are displayed
naturally without any effort.

In the process of emotional labor, no external
effort is implemented by the nurse to display the
required emotions as she felt these emotions
naturally. Ashforth and Humphrey (1993) have
explored the process of emotional labor in a more
natural way as compared to Hochschild (1983).
They said that expression of natural emotions
increases the effectiveness of the given task and
leads towards a positive outcome for the
organization. While using the strategy of genuine
emotions, employees feel that they are successful
to manage their feelings according to the
requirements of the organization. Ashforth and
Humphrey (1993) have suggested that both
deep-acting and surface-acting are destructive
and give negative outcomes as a result.
Employees display weak emotional labor which
affects their well-being and creates job
dissatisfaction for them and in this way
investment is also wasted.

Expressed emotions
naturally without any
effort |

\ —

Genuine emotions
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Morris and Feldman (1996) Emotional Labor
Theory

Morris and Fieldman (1996) also explored the
concept of emotional labor after Ashforth and
Humphrey (1993). In contrast with Ashforth and
Humphrey (1993), they had a point of view that
emotional labor has internal and external
components with regard to an organizational
setting.

Morris and Feldman (1996) identified four
categories of emotional labour. Frequency of
emotional display, Attentiveness required for
display rules, Variety of emotions required to be
expressed and Emotional dissonance.

The frequency of emotional shows defines the
desired display of emotions at the workplace.

Attentiveness is associated with the extent of the
emotional display of rules which is the need of
the job, here need for psychological energy of
workers may be compared to the extent of focus,
they need to exhibit rules. This category is related
to the duration and depth of the display of
emotions. Variety of emotions needed to be
shown, and emotional labor increases with the
increase of types of emotions required to display.
Emotional dissonance is associated with the
internal experience of conflict which employees
experience and it may be also observed when
alignment between internal emotions and the
display of emotions required by the organization
is not found. Emotional dissonance becomes a
reason for the dissatisfaction of employees
generally.

Figure 2
Morris and Feldman (1996) Emotional Labor Theory

Frequency of = Attentiveness —
emotional required for
display display rules
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required to be dissonance
expressed | |
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Grandy Emotional Labor Theory’s

Grandey (2000) has united different components
of emotional labor which were considered
separate before, in most of the emotional labor
theories. With the help of these joined
components, she has developed an emotional

labour model in detail. The antecedents of
emotional labor are the situations that include
communication requirements with customers'
job characteristics and emotional situations.
Those factors which effects labor emotional &
process of emotional labor may be divided into
individual factors and organisational factors.

Figure 3
Grandy (2000) Emotional Labor Theory
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Two-Factor Theory

The two-factor theory presented by Herzberg's
(1968) can be seen in two viewpoints one is job
satisfaction and the other is dissatisfaction with
the job. He proposed that there are different
factors which play an important role in job
satisfaction and job dissatisfaction. The factors
which are related to job satisfaction directly come
from the job and are called motivation factors, i.e.

accomplishment, appreciation,
acknowledgement, encouragement, progression
and growth. the hygiene factors depend on the
features which are perceived by the employees as
rewarding extrinsically (Vecchio 2006). The best
example of hygiene factors is policies of the
organization, supervision, and association with
the supervisor, colleagues and subordinates. He
recommended that if these factors are not
present, they may develop job dissatisfaction.

Figure 4
Herzberg's Two-Factor Theory (1968)

Satisfied and
motivated

-

Motivating Factors

Dissatisfied and
Unmotivated
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Expectancy Theory

The expectancy theory presented by Vroom
(1964), in this theory he presents three
categories which are following: -

1. Expectancy (possibility that employees
efforts to complete their tasks will meet the
expectations)

2. Instrumentality (Possibility that
employees' performance will meet with
expected job outcomes)

3. Valence ( The value which employees give
to job outcomes)

Expectancy theory proclaimed that employees
are motivated to think that their efforts to
complete their tasks in the best possible manner
will lead towards satisfactory performance
appraisal. Satisfactory performance appraisal
provides those rewards from their organization
like a bonus, increase in salary etc. These rewards
are connected with personal aims and values
(Robbins et al. 2011). According to Vroom (1964),
motivation is calculated by multiplying
expectancy (E), instrumentality (I), and valence
(V) using the following formula: M = ExIx V.

Figure 5
Vroom (1964) Expectancy Theory
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Emotional Labor Strategies and Job
Satisfaction

Hoppock & Spiegler (1935) first time explored the
word job satisfaction. Job satisfaction is the
combination of psychological, physiological and
environmental factors that compelled a person to
say that I'm satisfied with the job. Spector
(2003), elaborated on the concept of job
satisfaction as like feelings of employees about
their job, which may be positive or negative
feelings. Professor/teachers'/ other employees of
the organization's mental health are closely
related to their job satisfaction. According to
Coates and Thoresen (1976), employees' mental
health is more essential and valuable than their
subject matter knowledge.

Positive  behavior shows appreciation,
passion and energy while teaching the learning
process in the classroom and negative behavior
shows stress, anxiety, sadness and hopelessness.
Teachers are unable to perform well due to
negative factors. Researchers conducted on
emotional labor and job satisfaction have shown
different results. Some researchers (Hochschild,
1983, et al) have discovered a negative
relationship between emotional labor and job
satisfaction and others like (Adelman, 1995;
Morris & Feldman, 1997) have identified a
positive relationship between emotional labor
and job satisfaction. (Xie, et al., 2011) discovered
in their research study that surface acting has a
negative impact and deep acting has a positive
impact on job satisfaction. According to (Yang &
Chang, 2008) surface acting leaves a negative
effect with regard to job satisfaction on the other
hand deep acting shows positive results with
regard to job satisfaction.

Grandey, 2000 said that the mental health of
workers is damaged due to the use of surface
acting as when they get involve in surface acting,
they struggle with their management of
emotions on the other hand deep acting plays a
positive role towards job satisfaction of teachers.
Display fake emotions to gain goals affects the

mental health of employees (Zapf, 2002). Shani,
et al., 2014 said that emotional labour produces
negative results like anxiety, stress, low morale,
turnover thoughts and depression among
workers.

Statement of the Problem

Teachers in spite of their emotional management
problems are expected to educate the students
with warm behavior (Nias, 1999). In addition,
they maintain healthy communication with their
students, colleagues, supervisors and
administration at the workplace. All these facets
comprise emotions and teachers utilize different
emotional labor strategies during performing all
these tasks. The use of emotional labor strategies
affects their job satisfaction positively or
negatively. While keeping in mind the current
situation, the purpose of the present study was to
find out the gender-based comparison with
regard to emotional labor strategies and job
satisfaction of university teachers.

Significance of Study

The current research study will be helpful for the
universities' administration to comprehend the
emotional labor aspects of the university
teachers and its effect on their job satisfaction.
They may plan and conduct trainings with regard
to emotional labor and job satisfaction to guide
their teachers in the best possible manner. The
teaching profession is a profession in which
teachers develop interactions at the workplace
with different people like students, colleagues
and administration at a time. They invest their
best efforts to make the best future for the
generation of a country. That's why this research
study will be helpful for the administration to
know about the teacher's emotional regulation
mechanism and their management of emotions
to produce effective results specifically regarding
gender differences. In such a way, they may take
steps for the teachers to make their job satisfied.
This research study will also be helpful for the
policymakers to comprehend the value of
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emotional labor aspects of university teachers
and plan to make relevant teacher training on
emotional labor a crucial part of the revision of
educational policies.

Objective

1. To investigate the gender-based difference
between emotional labor strategies and job
satisfaction of university teachers.

Table 1

Hypothesis

HC°1. There is no gender difference regarding the
emotional labor strategies of university teachers.
HC2. There is no gender difference regarding the
job satisfaction of university teachers.

Methodology
Research Design

The design of the study was descriptive and used
a quantitative approach. Data was collected
through a standardized questionnaire from the
selected sample.

Summary of the Research Method used in This Research Study

Research Methodology Quantitative Survey
Research Design Quantitative

Sampling Technique Stratified random sampling
Population N=852(375M , 477F)

Sample size

N= 472(232M , 240F)

Closed-ended questions

Measures

Emotional labor scale(16 items)

Job satisfaction scale(45items)

Data analysis

Independent samples T.Test,

Population

The target population for this research study
included teaching faculty (lecturers, assistant
professors and associate professors of social
sciences and humanities departments) of public
sector universities located in Islamabad and

Table 2

Rawalpindi. There are 9 public sector universities
in Islamabad and three are in Rawalpindi. The
total number of teaching faculty public and
private sectors is 852(375M, 477F). This data was
taken from the official website of every
university.

Summary of teaching faculty in Islamabad and Rawalpindi Universities (Social science &Humanities

department)

Associate Professors

Assistant Professors

Lecturers Total

92(59M , 33F)

385(181M , 204F)

375(135M , 240F) 852(375M , 477F)

Sample Size

The sample size selected for the quantitative
survey was 472 university teachers. Among 472
university teaching faculty, there are 39(26M,

13F) Associate professors, 213(123M, 9O0F)
Assistant professors and 220(83M, 137F)
lecturers were selected as sample size. The
sample size was developed by using a stratified
random sampling technique.
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Table 3

Designation-based samples selected from both Islamabad and Rawalpindi Universities (472)

Associate Professors Assistant Professors

Lecturers

Total

39(26M , 13F) 213(123M , 90F)

220(83M , 137F)

472(232M |, 240F)

Analyses of Data

Hypothesis H°2 and H°2.a (There is no gender
difference regarding emotional labor strategies

Results

of university teachers, There is no gender
difference regarding job satisfaction of university
teachers) were tested through Independent
samples T.Test.

Table no. 4 Difference of gender regarding the use of emotional labor strategies (N=472)

Gender N Mean SD t-value Df Sig
Male 240 72.4741 16.29408 -3.213 470 .001
Female 232 79.9792 31.76647

Above table showed that the t-value for surface
acting is (2.88) which was statistically
significant. P value less than 0.05. So, as per the
mean score of male teaching faculty
(mean=35.48, SD=2.27) and female teaching
faculty (mean=34.52, SD=4.57), there is a
significant difference regarding the use of surface
acting strategy. Besides this, the t-value for deep
acting is (2.49) which is statistically significant.
P value is less than 0.05, so as per the mean score

and female teaching faculty (mean=20.57,
SD=4.44) there is a significant difference
regarding the use of deep acting strategy. T-value
for a genuine expression of emotions is (2.02)
which is also statistically significant, P value is
less than 0.05, so as per the mean score of male
teaching faculty (mean=5.06, SD=2.24) and
female teaching faculty (mean=5.54, SD=2.90)
there is a significant difference regarding use of
genuine expressions of emotions strategy.

of male teaching faculty (mean=21.49, SD=3.45)

Table 5
Gender of the Respondents N Mean SD t-value Df Sig

SA Male 232 35.4871 2.27347 2.88 470 .00/
Female 240 34.5208 4.57933

DA Male 232 21.491/4 3.45533 2.49 470 .013
Female 240 20.5750 444,617

GA Male 232 5.0603 2.24588 2.02 470 .043
Female 240 5.5458 2.90973

Difference of gender regarding job satisfaction (N=472)

Above table showed that the t-value is (-3.213)
which is statistically significant. P value is less
than (0.05). So, as per the mean score of male
teaching faculty (mean=72.4741, SD= 16.29408)
and female teaching faculty (mean=79.9792,

SD=31.76647), there is a significant difference
regarding job satisfaction.
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Findings

1. According to the research finding displayed
in table 4, results rejected the null
hypothesis H°1. They showed that there is a
gender difference regarding the use of
emotional labor strategies by university
teachers.

2. According to the research finding displayed
in table 5, results rejected the null
hypothesis H°2. They showed that there is a
gender difference regarding the job
satisfaction of university teachers.

Discussion

Research studies have proposed that outcomes of
emotional regulation are associated with the
emotional labor strategies which are used in the
process of regulation of one's own and others'
emotions. Researchers have also explored the
factors which play an important role in the effect
of emotional labor. These factors are gender, age,
culture etc. (Allen, Diefendorff, & Ma, 2014;
Dahling & Perez, 2010; Mesquita & Walker, 2003).

Researchers have given much importance to
the gender factor in the process of emotional
labor. They have discovered that men and women
encountered different work experiences at the
workplace and also met with different outcomes
(Erickson & Ritter, 2001; Guy, Newman, &
Mastracci, 2015; Hochschild, 1983; Simpson &
Stroh, 2004; Timmers, Fischer, & Manstead,
1998). Women express emotions more efficiently
according to the demands of the organization and
hide their actual emotions which are not
considered appropriate to display in the
workplace as compared to men (Grandey, 2000;
Kruml & Geddes, 2000). For example, flight
attendants at the workplace are expected to
control their negative emotions and deal with
annoying passengers with love and in a friendly
manner (Hochschild, 1983). Besides this, bill
collectors are expected to overpower their
positive emotions and treat the debtors in a strict
and irritated way, they are actually expected to

show negative emotions in front of the debtors
(R. Sutton, 1991). Martin (1999) conducted a
research study on the police department and
discovered that tasks associated with love, care,
sympathy and compassion are given to female
police officers during the treatment of stressed
victims particularly.

Service jobs are mostly executed by women
(Hochschild, 1983). Krumland Geddes (2000)
conducted research and explored the relationship
between gender and emotional dissonance.
According to him, women exhibit more positive
and pleasant emotions than men. Wharton and
Erickson (1995) also claimed that women manage
their emotions more appropriately in the
workplace and at home. However, the results of
the current research study showed that there is
no gender difference regarding the use of
emotional labor strategies. Gross & John, 2003;
Blanchard-fields, Stein, & Watson, 2004. Simon
& Nath, 2004in their research study explored that
females are not encouraged to express feelings of
anger, in the same manner, males are not
expected to show feelings of sadness (Simon &
Nath, 2004). Cheung and Tang (2010) found in
their research study that there is no difference in
gender with regard to the use of emotional labor
strategies. In the current research study, results
also showed that there is a gender difference
regarding emotional labor strategies and job
satisfaction of university teachers.

Suggestions

On the basis of the research findings following
points are recommended for improvement.

1. Male teachers are involved more in surface
acting and deep acting strategies. They are
comparatively less involved with a genuine
expression of emotions strategy. So, there
may be relevant trainings at the university
level regarding the use of emotional labor
strategies specifically the use of a genuine
expression of emotions. So, male teaching
faculty may also utilize this strategy in the
workplace.
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2. Female teaching faculty is more satisfied Psychology, 29(1), 21-
with their job as compared to male teaching 35. https://doi.org/10.1007/s10869-013 -
faculty, so there may be relevant trainings 9288-7
at the university level for male teaching Ashforth, B.E., & Humphrey, R.H. (1993).
faculty, so they may improve their job Emotional labor in service roles: The
satisfaction at the workplace. influence of identity. Academy of Management

Review, 18(1), 88-
Recommendations for Future Research 115. https://doi.org/10.5465/amr.1993.399750

8

Blanchard-Fields, F., Stein, R.,, & Watson, T. L.
(2004). Age differences in emotion-
regulation strategies in handling everyday
problems. The Journals of Gerontology Series B:
Psychological Sciences and Social
Sciences, 59(6), P261-
P269. https://doi.org/10.1093/geronb/59.6.p2

1. The current research study was limited to
the public sector universities of Islamabad
(the capital city) and Rawalpindi. In future
research studies, public and private sector
universities of other provinces may be taken
to find out the gender difference between
emotional labor strategies and job
satisfaction of university teachers.

2. In the current research study, the 61
researcher has only selected social sciences ~ Cheung, F. Y., & Tang, C. S. (2010). Effects of age,
and humanities departments, other gender, and emotional labor strategies on job
)

departments may also be taken in future outcomes: Moderated mediation
research studies. analyses. Applied Psychology: Health and Well-

3. In the current research study, the Being, 2(3), . ' 323-
researcher has selected teaching faculty i.e. 339. https://doi.org/10.1111/].1758~

Associate professors, Assistant professors 0854.2010.01037.X
and lecturers. Future research may be Coates, T.J., & Thoresen, C. E. (1976). Teacher

conducted on admin staff (HR faculty, anxiety: A review with
Finance faculty) and other non-teaching recommendations. Review  of  Educational
staff i.e. Gardeners, sweepers, maids and Research, 46(2), 159~

184. https://doi.org/10.3102/0034654304600

cook working in the public and private
sector universities to find out the 25—9' ' _
relationship with regard to these variables, ~ Constanti, P., & Gibbs, . (2004). Higher

Comparisons may be done between public education  teachers  and  emotional
and private sector universities and also labour. International Journal of Educational

among this staff with regard to different Management, 18(4), 243~
departments inside the universities. 249. https://doi.org/10.1108/09513540410538
822

Dahling, J. J., & Perez, L. A. (2010). Older worker,
the different actor? Linking age and
emotional labor strategies. Personality and

References

Adelmann, P. K. (1995). Emotional labor as a
potential source of job stress. Organizational

‘ ‘ Individual Differences, 48(5), 574~
risk  factors  for ~ job  stress,  371- 578. https://doi.org/10.1016/j.paid.2009.12.00
381. https://doi.org/10.1037/10173-023 9

Allen, J. A., Diefendorff, J. M., & Ma, Y. (2013).
Differences in emotional labor across
cultures: A comparison of Chinese and U.S.
service workers. Journal of Business and

Erickson, R.J., & Ritter, C. (2001). Emotional
labor, burnout, and Inauthenticity: Does
gender matter? Social Psychology

Journal of Social Sciences Review | Vol. 3 no. 1 (Winter 2023) | p-ISSN: 2789-441X | e-ISSN: 2789-4428


https://doi.org/10.1037/10173-023
https://doi.org/10.1007/s10869-013-9288-7
https://doi.org/10.1007/s10869-013-9288-7
https://doi.org/10.5465/amr.1993.3997508
https://doi.org/10.5465/amr.1993.3997508
https://doi.org/10.1093/geronb/59.6.p261
https://doi.org/10.1093/geronb/59.6.p261
https://doi.org/10.1111/j.1758-0854.2010.01037.x
https://doi.org/10.1111/j.1758-0854.2010.01037.x
https://doi.org/10.3102/00346543046002159
https://doi.org/10.3102/00346543046002159
https://doi.org/10.1108/09513540410538822
https://doi.org/10.1108/09513540410538822
https://doi.org/10.1016/j.paid.2009.12.009
https://doi.org/10.1016/j.paid.2009.12.009

Romal Qadir, Aisha Bibi, and Safiullah

Quarterly, 64(2),
146. https://doi.org/10.2307/3090130
Grandey, A. A. (2000). Emotional 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
": Surface acting and deep acting as

on'":
determinants of emotional exhaustion and
peer-rated service delivery. Academy of
Management Journal, 46(1), 86-
96. https://doi.org/10.2307/30040678

Grandey, A. A., Fisk,G.M.,, & Steiner, D.D.
(2005). Must "Service with a smile'" Be
stressful? The moderating role of personal

control  for American and French
employees. Journal of Applied
Psychology, 90(5), 893-

904. https://doi.org/10.1037/0021-
9010.90.5.893

Grandey, A.,, Rupp,D.E., & Diefendorff, J.
(2017). Emotional labor in the 21st century:
Diverse perspectives on emotion regulation at
work. Routledge.

Gross, J.J.,, & John, O.P. (2003). Individual
differences in two emotion regulation
processes: Implications for affect,
relationships, and well-being. Journal of

Personality and Social Psychology, 85(2), 348-
362. https://doi.org/10.1037/0022-
3514.85.2.348

Guy, M. E. (2014). Emotional labor: Putting the
service in public
service. https://doi.org/10.4324/97813157048
52

Hochschild, A. R., 1997, The Time Bind: When Work
Becomes Home and Home Becomes Work,
Metropolitan/Holt, New York, NY.

Hochschild, A. R.  (2012). The managed heart:
Commercialization of human feeling. University
of California Press.

Hoppock, R. & Spiegler, S. (1938.) Job Satisfaction.
Occupations. The Vocational Guidance, 16, 636-

643. https://doi.org/10.1002/j.216 /.-
5802.1038.tb00348.x
Hoppock, R.  (1977).Job  satisfaction.  Ayer

Company Pub.

Kelchtermans, G. (2005). Teachers’ emotions in
educational reforms: Self-understanding,
vulnerable commitment and micropolitical
literacy. Teaching and Teacher
Education, 21(8), 995-
1006. https://doi.org/10.1016/j.tate.2005.06.0
09

Kruml, S. M., & Geddes, D. (2000). Exploring the
dimensions of emotional labor. Management
Communication Quarterly, 14(1), 8-
£49. https://doi.org/10.1177/089331890014100
2

Martin, S. E. (1999). Police force or police service?
Gender and emotional labor. The ANNALS of the
American Academy of Political and Social

Science, 561(1), 111-
126. https://doi.org/10.1177/0002716299561001
008

McClelland, D. C., Winter, D. G., & Winter, S. K.
(1969). Motivating economic achievement. Free

Press.

Mesquita, B., & Walker, R. (2003). Cultural
differences in emotions: A context for
interpreting emotional
experiences. Behaviour Research and
Therapy, 41(7), 777-

793. https://doi.org/10.1016/s0005-
7967(02)00189-/

Miner, J. B., Smith, N. R., & Bracker, J. S. (1994).
Role of entrepreneurial task motivation in the
growth of technologically innovative firms:
Interpretations from follow-up data. Journal
of  Applied Psychology, 79(4), 627-
630. https://doi.org/10.1037/0021-
9010.79.4.627

Morris, J. A., & Feldman, D. C. (1997). Managing
Emotions In The Workplace.journal of
Managerial Issues, 9(3), 257—-274.
http://www.jstor.org/stable/40604147

Morris, J. A., & Feldman, D.C. (1996). The
dimensions, antecedents, and consequences

Journal of Social Sciences Review | Vol. 3 No. 1 (Winter 2023) | p-ISSN: 2789-441X | e-ISSN: 2789-4428


https://doi.org/10.2307/3090130
https://doi.org/10.1037/1076-8998.5.1.95
https://doi.org/10.2307/30040678
https://doi.org/10.1037/0021-9010.90.5.893
https://doi.org/10.1037/0021-9010.90.5.893
https://doi.org/10.1037/0022-3514.85.2.348
https://doi.org/10.1037/0022-3514.85.2.348
https://doi.org/10.4324/9781315704852
https://doi.org/10.4324/9781315704852
https://doi.org/10.1002/j.2164-5892.1938.tb00348.x
https://doi.org/10.1002/j.2164-5892.1938.tb00348.x
https://doi.org/10.1016/j.tate.2005.06.009
https://doi.org/10.1016/j.tate.2005.06.009
https://doi.org/10.1177/0893318900141002
https://doi.org/10.1177/0893318900141002
https://doi.org/10.1177/0002716299561001008
https://doi.org/10.1177/0002716299561001008
https://doi.org/10.1016/s0005-7967(02)00189-4
https://doi.org/10.1016/s0005-7967(02)00189-4
https://doi.org/10.1037/0021-9010.79.4.627
https://doi.org/10.1037/0021-9010.79.4.627
http://www.jstor.org/stable/40604147

Gender-based Comparison between Emotional Labor Strategies and Teachers’ Job Satisfaction at University Level

of emotional labor. The Academy of
Management Review, 21(4),
086. https://doi.org/10.2307/259161

Nias, J. (1996). Thinking about feeling: The
emotions in teaching. Cambridge Journal of
Education, 26(3), 2093~
306. https://doi.org/10.1080/0305764960260
301

Ogbonna, E., & Harris, L.C. (2004). Work
intensification and emotional labour among
UK University lecturers: An exploratory
study. Organization  Studies, 25(7),  1185-
1203. https://doi.org/10.1177/0170840604046
315

Robbins, S. P. (2005). Organizational Behavior.
China: Pearson Education Asia LTD.

Robbins, S.&., Robbins, S.P.,  Judge, T.,
Millett, B., & Boyle, M. (2016). Organisational
behaviour.

Shani, A., Uriely, N., Reichel, A., & Ginsburg, L.
(2014). Emotional labor in the hospitality

industry: The influence of contextual
factors. International Journal of Hospitality
Management, 37, 150-

158. https://doi.org/10.1016/j.ijhm.2013.11.009

Simon, R., & Nath, L. (2004). Gender and emotion
in the United States: Do men and women
differ in self-reports of feelings and
expressive behavior? American Journal of
Sociology, 109(5), 1137-
1176. https://doi.org/10.1086/382111

Simpson, P. A,, & Stroh, L. K. (2004). Gender
differences: Emotional expression and
feelings of personal Inauthenticity. Journal of
Applied Psychology, 89(4), 715-
721. https://doi.org/10.1037/0021-
9010.89.4.715

Spector, Paul E., "Industrial and Organizational
Psychology: Research and Practice (3™ Ed.)"
(2003). Psychology Faculty Publications. 557.

https://digitalcommons.usf.edu/psy_facpub/
557

Sutton, R.I. (1991). Maintaining norms about
expressed emotions: The case of bill
collectors. Administrative Science
Quarterly, 36(2),

245. https://doi.org/10.2307/2393355

Timmers, M., Fischer, A. H.,, & Manstead, A.S.
(1998). Gender differences in motives for
regulating emotions. Personality and Social
Psychology Bulletin, 24(9), 974~
985. https://doi.org/10.1177/01461672982490
05

Vecchio, R. P., Justin, J. E., & Pearce, C. L. (2010).
Empowering leadership: An examination of
mediating mechanisms within a hierarchical
structure. The  Leadership  Quarterly, 21(3),
530-

542. https://doi.org/10.1016/j.leaqua.2010.03.
014

Vroom, V. H. (1994). Work and motivation. Jossey-
Bass.

Wharton, A.S., & Erickson, R.J. (1995). The
consequences of caring: Exploring the links
between women's job and family emotion
work. The Sociological Quarterly, 36(2), 273-
296. https://doi.org/10.1111/j.1533 -
8525.1995.tb00440.X

Yang, F., & Chang, C. (2008). Emotional labour,
job  satisfaction and  organizational
commitment amongst clinical nurses: A
questionnaire survey. International Journal of
Nursing Studies, 45(6), 879-
887. https://doi.org/10.1016/j.ijnurstu.2007.0
2.001

Zapf, D. (2002). Emotion work and psychological
well-being. Human Resource Management
Review, 12(2), 237-
268. https://doi.org/10.1016/s1053-
£4822(02)00048-7

Journal of Social Sciences Review | Vol. 3 no. 1 (Winter 2023) | p-ISSN: 2789-441X | e-ISSN: 2789-4428


https://doi.org/10.2307/259161
https://doi.org/10.1080/0305764960260301
https://doi.org/10.1080/0305764960260301
https://doi.org/10.1177/0170840604046315
https://doi.org/10.1177/0170840604046315
https://doi.org/10.1016/j.ijhm.2013.11.009
https://doi.org/10.1086/382111
https://doi.org/10.1037/0021-9010.89.4.715
https://doi.org/10.1037/0021-9010.89.4.715
https://digitalcommons.usf.edu/psy_facpub/557
https://digitalcommons.usf.edu/psy_facpub/557
https://doi.org/10.2307/2393355
https://doi.org/10.1177/0146167298249005
https://doi.org/10.1177/0146167298249005
https://doi.org/10.1016/j.leaqua.2010.03.014
https://doi.org/10.1016/j.leaqua.2010.03.014
https://doi.org/10.1111/j.1533-8525.1995.tb00440.x
https://doi.org/10.1111/j.1533-8525.1995.tb00440.x
https://doi.org/10.1016/j.ijnurstu.2007.02.001
https://doi.org/10.1016/j.ijnurstu.2007.02.001
https://doi.org/10.1016/s1053-4822(02)00048-7
https://doi.org/10.1016/s1053-4822(02)00048-7

