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Abstract

Abstract

Emotions have been neglected in organizationalareBefor decades. But recent
research accumulates evidence showing a strongpandsive influence of emotions on
various organizational variables such as for exangadership, decision-making and helping
behaviors. This research demonstrates that emotioh®nly influence our own behavior
when experiencing them, but also that others afieeinced when observing expressed
emotions. However, despite this progress one grofipemotions remained largely
underexplored: Positive emotions. Therefore, thesaftation aims to examine the influence

of positive emotions on perceptions of rewardsanizational behavior and leadership.

The first study deepens the understanding of damadt moderating influences of trait
positive affectivity on perceptions of rewards thowing that the positive influence of trait
positive affectivity on reward perceptions is esaly pronounced for medium-sized rewards
and less pronounced for very small and very laeyeards. Furthermore, this research shows
a moderating effect for perspective. Thus, traisifpee affectivity only influenced reward
perceptions when rewards were expected to be etdily the own perserbut not, when

raters expected that the rewards will be giverthers.

The second study examines the influence of twot$ackthe same positive emotion,
i.e., authentic and hubristic pride, on helping debr. Two experimental studies provide
causal evidence that hubristic pride decreasestiotes to help compared to authentic pride.
This result is confirmed by two field studies, whishow that when measured on trait level,
authentic pride increases helping behavior towardBeagues whereas hubristic pride
decreases helping behavior towards colleagueshétuanbre, results of the last field study
show that the positive effect of authentic pride haiping colleagues is fully mediated by

prove-performance goal orientation and avoid-pemforice goal orientation. In contrast,
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Abstract

results show a positive indirect effect via prowerfprmance goal orientation for the relation
between hubristic pride and helping behavior bubhegative indirect effect via avoid-
performance goal orientation, which neutralizedheather, whereas the direct negative

influence of hubristic pride remained significant.

The third study turned the focus of the examinatfoom experienced positive
emotions to the influence of expressed positive tems, i.e., pride and happiness, on
observers. Within three experimental studies, tessthow that expressing pride increases
observers’ ratings of the expressers’ effectivernasmstrumental leadership compared to
expressing happiness, whereas expressing happinessases observers’ ratings of the
expressers’ effectiveness in social leadership evetp to expressing pride. Results are
consistent across three different induction methogs showing pictures, scenarios and

videos to participants, and three different measergs.

In sum, results of this dissertation demonstratat ghositive emotions crucially
influence a wide array of organizational variabksch as reward perceptions, helping
behavior and perceived effectiveness in instrumentd social leadership. Furthermore, they
highlight that expecting positive emotions to ha&epositive influence constitutes an
oversimplification. Their influence may by curvidar or differential with regard to different
outcomes. Having examined the influence of positieotions on perceived rewards for the
self and others, helping behaviors and leadersbgults especially highlight the function of
positive emotions in regulating interpersonal tielahips in organizations. Therefore, the
dissertation lays out how a better understandingasitive emotions can improve strategic

and interpersonal leadership in organizations.
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Kurzfassung (German abstract)

Emotionen wurden in der organisationswissenschbhéh Forschung Gber Jahrzehnte
hinweg vernachlassigt. Jiingste Forschungsergebmnésgen, dass Emotionen einen starken
und allgegenwartigen Einfluss auf organisationakridblen wie beispielsweise Fihrung,
Entscheidungsfindung und Hilfeverhalten haben. ®i&®rschung zeigt zum einen, dass
Emotionen das Verhalten der Person, die sie emgififmbeinflussen. Sie zeigen aber auch,
dass Emotionen das Verhalten der Person, die atisdiel Emotionen einer anderen Person
beobachtet, beeinflussen. Bei diesen Erkenntniseb jedoch eine Gruppe von Emotionen
bisher weitgehend ungeachtet: die positive Emotioais diesem Grund untersucht diese
Dissertation den Einfluss von positiven Emotionem die Wahrnehmung von finanziellen

Anreizen, Verhalten in Organisationen und Fihrung.

Die erste Studie vertieft das Verstandnis Uberdisrkten und moderierenden Einfluss
von positiver Affektivitdt als Personlichkeitsvdrla indem sie zeigt, dass der positive
Einfluss von positiver Affektivitat bei mittelgroe finanziellen Anreizen besonders
ausgepragt ist, wahrend er bei kleinen und grol3aei2en weniger stark ist. AuRerdem zeigt
diese Studie, dass der Einfluss von positiver Afei&t auf die Wahrnehmung von
finanziellen Anreizen durch die Perspektive modendrd. Positive Affektivitat beeinflusst
nur die Wahrnehmung von finanziellen Anreizen, wemvartet wird, dass man diese selbst
erhalt. Erwartet man jedoch, dass eine andere Relisofinanziellen Anreize erhalten wird,

zeigt positive Affektivitat keinen Einfluss.

Die zweite Studie untersucht den Einfluss von zwaterschiedlichen Facetten der
gleichen positiven Emotion, d.h., autentischem hylaristischem Stolz, auf Hilfeverhalten. In
zwei experimentellen Studien wird der kausale Zusamhang gezeigt, dass die Bereitschaft

anderen zu helfen niedriger ist, wenn Personenistignhen Stolz empfinden im Vergleich zu



Kurzfassung (German abstract)

authentischem Stolz. Dieses Ergebnis wird in zvad$tudien, in denen authentischer Stolz
und hybristischer Stolz als Personlichkeitsmerkmeaimessen wurde, bestatigt. Wahrend
authentischer Stolz einen positiven ZusammenharigHitfieverhalten gegenitber anderen
zeigt, ist der Zusammenhang zwischen hybristisclstalz und Hilfeverhalten gegeniber
anderen negativ. Aul3erdem zeigen die Ergebnissdet#en Feldstudie, dass der positive
Zusammenhang zwischen authentischem Stolz und vdilfi@alten vollstandig durch

Anné&herungs-Leistungsziele und Vermeidungs-Leigmiede mediiert wird. Im Gegensatz
dazu zeigen die Ergebnisse einen positiven indiregffekt fir Annaherungs-Leistungsziele
zwischen hybristischem Stolz und Hilfeverhalten wmden negativen indirekten Effekt fur
Vermeidungs-Leistungsziele, welche sich gegensaititneben. Der direkte negative Effekt

von hybristischem Stolz auf Hilfeverhalten blielbdasignifikant.

Die dritte Studie andert den Fokus der Untersuchumig empfundenen positiven
Emotionen hin zum Einfluss von ausgedrickten Emetio d.h., dem Einfluss von Stolz und
Freude, auf Beobachter. In drei experimentellemiStuwird gezeigt, dass der Ausdruck von
Stolz im Vergleich zum Ausdruck von Freude zu héheEinschéatzungen in Bezug auf
Effizienz in instrumenteller Fihrung fuhrt, wahreder Ausdruck von Freude im Vergleich
zum Ausdruck von Stolz zu hoéheren EinschatzungemBenug auf Effizienz in sozialer
Fuhrung fihrt. Dieses Ergebnis zeigt sich konststdiei drei unterschiedlichen
Induktionsmethoden, d.h., Bildern, Szenarien undle¥s, und drei unterschiedlichen

Messinstrumenten.

Insgesamt zeigen die Ergebnisse dieser Disseriali@ss positive Emotionen einen
entscheidenden Einfluss auf sehr unterschiedlichganisationale Variablen wie die
Wahrnehmung von finanziellen Anreizen, Hilfeverkaltund empfundene Effizienz in
instrumenteller und sozialer Fuhrung haben. Daritbeaus unterstreichen sie, dass die

Annahme, dass positive Emotionen einen positivenfllii§s haben, fur den wirklichen

Xl
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Zusammenhang nicht immer zutreffend ist. Sie zeigmtmehr, dass der Einfluss von

positiven Emotionen Kkurvilinear oder auch differefizin Bezug auf unterschiedliche

Ergebnisse sein kann. Da die Ergebnisse insbeso@er Einfluss von positiven Emotionen
auf die Wahrnehmung von finanziellen Anreizen fiie @igene Person und fir andere,
Hilfeverhalten und Fihrung zeigen, heben die Erggsieninsbesondere die Funktion von
positiven Emotionen in der Regulierung von zwisehenschlichen Beziehungen hervor.
Daher wird in dieser Dissertation dargelegt, wia besseres Verstandnis Uber positive

Emotionen die strategische und personliche Fuhmukinternehmen verbessern kann.

Xl



Introduction

1 Introduction?

1.1 Motivation and research questions

For decades emotions have been vastly neglectedrganizational research
(Ashkanasy & Ashton-James, 2005; Barsade & Gib20a7; Brief & Weiss, 2002; Briner &
Kiefer, 2005). Because organizations derive legtign from rational decision-making
(Ashforth & Gibbs, 1990) and because affect isroftensidered as antipode to rationality
(Mumby & Putnam, 1992; Niedenthal & Brauer, 201@jganizations and organizational
research have ignored affect for a long time (Aghf& Gibbs, 1990). Reflecting this neglect
to acknowledge the general and pervasive influefcaffect on behavior in organizations
(Barsade & Gibson, 2007; Michl, Welpe, Sporrle, &d®, 2010), research on affect first
started to examine employees’ legitimate displagmbtions in interactions with customers

as part of their work roles (Rafaeli, 1989; Raf&ebutton, 1987; Sutton & Rafaeli, 1988).

Affect generally entails a broad class of differgtenomena (Russell & Barrett,
1999). Within the umbrella term affect, researchagally differentiates between emotions,
moods, and trait affectivity (Eisenberg, 2000). Hos are subjective responses to certain
events, relatively short-lived, intense, and accamgd by physiological changes and
behavioral action tendencies (Frijda, 1986). Momodsontrast are typically of longer duration
and not elicited by a specific event (Watson, Cl&kTellegen, 1988). Moods have been
predominantly examined along the valence dimendiouns as positive and negative mood
(Watson et al.,, 1988). However, research also ifiestactivation as a second dominant
dimension in moods (Yik, Russell, & Barrett, 1998)nally, trait affectivity is defined as

individual differences in emotional reactivity (V8ah et al., 1988). Trait affectivity mostly

! This chapter is partly based on Brosi, Spérrle|p&e& Shaw (2012), Brosi, Spérrle, & Welpe (2012Bjosi,
Sporrle, & Welpe (2012b)
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refers to trait positive (negative) affectivity tee tendency to experience positive (negative)
moods and emotions more often in one’s life (Wat&oRlark, 1992). However, discrete
emotions as for example contentment, joy and phiaee likewise been examined on trait

level (Mitte & Kampfe, 2008; Shiota, Keltner, & Ju2006).

Research on affect in organizations has generadgmened all three phenomena
showing the influence of affect on trait level (¢.§haw, Duffy, Jenkins, & Gupta, 1999;
Staw, Bell, & Clausen, 1986), mood level (e.g.,@jiParker, Totterdell, & Hagger-Johnson,
2011; George, 1991; George & Zhou, 2002; Shaw, 1888 state level (e.g., Bono, Foldes,
Vinson, & Muros, 2007; Grichnik, Smeja, & Welpe, 120 Shepherd, Patzelt, & Wolfe, 2011,
Welpe, Sporrle, Grichnik, Michl, & Audretsch, 2012ang & Diefendorff, 2009; Weiss &
Cropanzano, 1996). By now, affect’'s multiple imgacih areas such as decision-making,
leadership, and organizational behavior have basmsarized in various reviews (Barsade &
Gibson, 2007; Brief & Weiss, 2002; Briner & Kief&@Q05; Elfenbein, 2007). Research even
formed the term “affective revolution” to referttoe boast of research on affect within the last
two decades (e.g., Barsade & Gibson, 2007; BrieM&iss, 2002; Elfenbein, 2007).

Nevertheless, considerable gaps for further reegaroain.

First, positive affect so far received less attamtiin organizational research
(Ashkanasy & Ashton-James, 2007) compared to negadifect (e.g., Sporrle, Welpe,
Breugst, & Scapin, 2008) and comparisons betwesitip® and negative affect (e.g., Michl,
Sporrle, Welpe, Grichnik, & Picot, 2012). One migiigue, that the relative neglect of
positive emotions in organizational research simg@ffects that they are not sufficiently
relevant for organizations. However, although negatmotions may generally have stronger
consequences (Baumeister, Bratslavsky, Finken&u&fohs, 2001), positive emotions are
reported to be more often experienced in both ilifegeneral (Scollon, Diener, Oishi, &

Biswas-Diener, 2005) and at work (Mignonac & Heaotna2004). Ignoring positive emotions

14
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therefore means ignoring constantly experience@st&urthermore, research has argued that
positive emotions foster positive outcomes in oiz@tions (Fredrickson, 2003) and it has
been shown that for example positive mood increasesivity (Amabile, Barsade, Miiller, &
Staw, 2005) and interpersonal helping in orgamireti(George, 1991). Furthermore, high-
activating positive mood has been shown to incr@asactive behavior (Bindl et al., 2011).
Thus, research indicates that positive emotionsale an impact on various organizational
variables. In addition, with most studies beingoomipied with positive consequences of
positive emotions, research recently called forek@mination of potential negative outcomes

from positive emotions in organizations (Lindebagrdordan, 2012).

Second, discrete emotions so far received limitedognition in organizational
research (Gooty, Gavin, & Ashkanasy, 2009; Laz&uSohen-Charash, 2001). Especially
the influence of discrete positive emotions haselyareceived attention (Cavanaugh,
Bettman, Luce, & Payne, 2007; Lindebaum & Jorda®il 2. Although discrete positive
emotions are somewhat less differentiated thantivegamotions, research has shown that
some discrete positive emotions can be clearlyeudfitiated according to situational
appraisals such as expected effort and predidiaitilsworth & Smith, 1988). Furthermore,
first studies in the field of marketing show thasalete positive emotions differ in their
influence on consumer choices (e.g., Griskevicfsisiota & Nowlis, 2010; Winterich &
Haws, 2011). These studies underline that discpetsitive emotions do indeed have
differential outcomes and indicate that the exatnaof discrete positive emotions may

likewise yield fruitful results in organizationa¢bavior research.

Third, research in organizational behavior mainbcused on a within-person
perspective when examining emotions (Hareli & Riaf&908). However, highlighting the
social function of emotions in regulating interaas between individuals (Keltner & Haidt,

1999; Niedenthal & Brauer, 2012; Parkinson, 199&r8f & Tracy, 2011), two frameworks
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on the social influence of emotion have been réggmoposed (Hareli & Rafaeli, 2008; Van
Kleef, 2009). According to these, emotion exprassionfluence observers by eliciting
emotional reactions and inferences about the siwadt hand. As for the intraindividual
influence of discrete emotions, emerging researithinvthis area concentrated on negative
emotions (e.g., Lewis, 2000, Schaubroeck & Sha@2p0r contrasted one positive emotion
against negative emotions (e.g., Brundin, Pat&eBhepherd, 2008; Pietroni, Van Kleef, De
Dreu, & Pagliaro, 2008; Van Kleef, Homan, Beersa/an Knippenberg, 2010; Van Kleef,
Homan, Beersma, Van Knippenberg, Van KnippenbergD&men, 2009). For positive
emotions, research has so far pertained to diffetenbetween high-activating and low-
activating positive emotions (Connelly & Ruark, 20Damen, Van Knippenberg, & Van
Knippenberg, 2008). A potential explanation forstiiend might be that discrete negative
emotions are easier distinguished in facial expoasshan positive emotions (Ekman, 1992).
However, recent advances in emotion research slhav discrete positive emotions are
distinguishable in relational themes (Campos, Shisteltner, Gonzaga, & Goetz, 2012),
facial expressions (Campos et al., 2012; Mortilldviehu, & Scherer, 2011), body posture
(Dael, Mortillaro, & Scherer, 2012; Tracy & Robin2007), voice and vocal outbursts
(Simon-Thomas, Keltner, Sauter, Sinicropi-Yao, &raimson, 2009), touch (Hertenstein,
Keltner, App, Bulleit, & Jaskolka, 2006), and autaric nervous system responses (Shiota,
Neufeld, Yeung, Moser, & Perea, 2011). Furthermageent findings indicate that depending
on their function, discrete positive emotions ammmunicated via different nonverbal
channels (App, Mcintosh, Reed, & Hertenstein, 20DEspite these recent advances no study
has so far examined the differential influence wiogonal expression of different discrete

positive emotions in the organizational context.

Targeting these research gaps, this dissertatiesisthwill contribute to existing

research in leadership and organizational studieshbwing that the assumption that positive
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emotions have a positive influence on positive ootes (Gruber, Mauss, & Tamir, 2011,

Lindebaum & Jordan, 2012; McNulty & Fincham, 20i2pverly simplified.

First, contributing to signal sensitivity theoryh@v et al., 1999; Shaw, Duffy, Mitra,
Lockhart, & Bowler, 2003) this research highlighite influence of trait positive affectivity
on curvilinear relationships. Comparably to the-tooch-of-a-good-thing effect (Pierce &
Aguinis, 2011), this research shows, that some ilouear effects may likewise be
characterized by diminishing marginal utilities (ye, 2009) with trait positive affectivity
increasing the relationship between reward size sudjective magnitude for small-to-

medium rewards and decreasing it for medium-todaeyvards.

Second, answering to the call for research on miffieating influences of discrete
positive emotions (Gooty et al., 2009; Lindebaumlé&dan, 2012), this thesis shows that

some discrete positive emotions have indeed lesitiy@and even negative consequences.

Third, reaching beyond the pervasive assumptiohiticiaviduals who express positive
emotions are perceived in more positive ways (eigdebaum & Jordan, 2012; Staw, Sutton,
& Pelled, 1994), results of this thesis also shioat tlisplays of discrete positive emotions can

provoke both positive and negative perceptiondfetveness in different leader roles.

In addition, especially concentrating on pride afisgrete positive emotion results of
this thesis also contribute to main theoretical rapphes on discrete emotions in
psychological research. First, research within aigpl theory has shown that differentially
attributing another person’s failure to effort @ildy influences helping behavior towards this
person (Weiner, 1980). Results of this thesis cempht this finding as they show that how
effort or ability are attributed to own achievenseitfluences helping behavior towards other
persons. Second, research applying a functionalbapp to discrete emotions hypothesized

pride’s function to motivate foregoing of shortstercost to reach further achievements
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(DeSteno, 2009), to signal social status (Sharifif&cy, 2009), and to foster learning in
groups (Martens, Tracy, & Shariff, 2012). Resultshis thesis broaden this functional view

by implicating pride’s function in leadership prsses.

These contributions were derived from experimertad field studies measuring
positive affect on both state and trait level. Wittost papers of this thesis focusing on
discrete emotions, approaches to theory buildingiscrete emotions will be presented in the
following. Afterwards methodological approaches dusen this thesis and related
methodological issues will be discussed. The intotidn will finish with an overview of the

main chapters of the thesis.
1.2 Theoretical basis for the influence of discrete patsve emotions in organizations

When examining the influence of discrete emotiotiseory building mainly
concentrates on cognitive approaches (Han, Le&&eltner, 2007) and functional accounts
of emotions (Keltner & Gross, 1999). In short, ctige approaches derive hypotheses from
cognitive appraisals and attributions of the repecsituation, according to which emotions
are elicited (Han et al., 2007). Functional apphezcbuild hypotheses on a more holistic
view on emotions by concentrating on the situatignablem to which the respective emotion
emerged as a functional response (Keltner & Grd€€9). Within the following both
approaches and their application to hypothesisdimgl on experienced and expressed

emotions as well as suitable research strategiébevpresented shortly.
1.2.1 The cognitive approach to emotions in organizations

It is widely considered, that emotion elicitatioagins with a cognitive appraisal of the
situation (Elfenbein, 2007; Lazarus, 1984; 19916r8p, Welpe, Ringenberg, & Forsterling,
2008). In this vein, appraisal theories postulated still examine most important dimensions

along which emotions are elicited and differentla{e.g., Fontaine, Scherer, Roesch, &
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Ellsworth, 2007; Frijda, 1986; Roseman, 1996; SnditlEllsworth, 1985; Weiner, 1985).
Overall it has been argued that appraisal thebreadly converge on central dimensions such
as novelty, intrinsic pleasantness, motivation&vance, responsibility or causation of an
event and compatibility with own or external stamiga(Ellsworth & Scherer, 2003). In
addition to the influence of the situation itselfpraisals are also considered to be influenced

by the personality of the appraising person (S&itkirby, 2009).

According to the appraisal tendency framework (l¢aml., 2007; Lerner & Keltner,
2001; Lerner & Tiedens, 2006), appraisal tendencies only influence which specific
emotions arise but also content and depth of sulesgqcognitive processing. Thus,
experiencing discrete emotions influences dimerssic@uch as attention, perception,
evaluation, and decision-making when the task atdhallows for differentiation along

appraisal dimensions (Han et al., 2007).

Moving hypothesis building from experienced ematido reactions on expressed
emotions, it was also proposed that observersharahdividuals’ emotional expressions act
as ‘reverse engineetgHareli & Hess, 2010, p. 128). In this way theyke inferences from
emotional expression on underlying appraisals, #edeby on the expressers’ personality
(Hareli & Hess, 2010). Likewise, it has been shalat observers use others’ emotional
expressions to make inferences about the situgifam Doorn, Heerdink, & Van Kleef,

2012).

In sum, cognitive approaches to positive discret@teons enable theorizing both for
emotion experience and reactions towards emotexmessions. To empirically examine the
influence of experienced and expressed distincttiems) the appraisal tendency framework
advices to choose two distinct emotions, whichedifin one important dimension, and

examine their influence along this dimension (Le&diedens, 2006).
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1.2.2 The functional approach to positive emotions in orgnizations

Another approach for theory building in resbaon discrete emotions focuses on
emotions’ specific functions (e.g., Griskevicius a&t, 2010; Kelther & Gross, 1999).
Emotions are understood as adaptive responsesibteprs, which threaten social or physical
survival (Keltner & Gross, 1999). Functional appioas to emotions mainly have
evolutionary roots (e.g., Nesse, 1990; Tooby & Cdgs, 1990) but can be also found in
social construction (e.g., Lutz & White, 1986). Bdon the survival enhancing function of
emotions, it has been argued that any controllableocomputational or biological process,
such as for example goal setting, motivation, mgnamd behavior, is influenced by emotions

(Tooby & Cosmides, 2008).

Early research on functions of discrete emotiongnipaconcentrated on those
emotions most clearly distinguishable (Ekman, 199enson, 1992) and fundamental in
response to immediate hazards to physical sur¢iwadrickson, 2004). This focus was less
fruitful for positive emotions as positive emotioare seldomly experienced in life-threating
situations (Fredrickson, 2001). Furthermore, ré&syltaction tendencies (Frijda, 1986;
Lazarus, 1991) and connected physiological cha(ge®ta et al., 2011) are less distinctive.
The broaden-and-build-model of positive emotionerg¢fore concentrated on the general
function of positive emotions. It hypothesized ttieg general function of positive emotions is
to broaden one’s thought-action repertoire in otddsuild additional resources (Fredrickson,
1998; 2001). In this vein, positive emotions arpexted to fuel psychological resiliency, to
help recover from experience of negative emoticars] to increase psychological and

physical well-being (Fredrickson, 2004).

Despite lower distinctiveness of discrete posite/@otions compared to negative
emotions, research also started to examine spduifictions of discrete positive emotions

such as pride, gratitude and compassion. Withia litérature, pride’s function has been
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hypothesized to motivate achievement of long-teaimg even at the expense of short-term
costs (DeSteno, 2009) and to signal one’s statoshiers (Shariff & Tracy, 2009) in order to
increase groups’ fitness by providing cues for @&y opportunities (Martens et al., 2012).
Gratitude has been argued to enhance relationshighrig by promoting reciprocal behavior
towards others (Algoe & Haidt, 2009; Bartlett & DeBo, 2006). Finally, compassion has
been hypothesized to increase cooperation with @otection of weaker others (Goetz,

Keltner, & Simon-Thomas, 2010).

These examples suggest that theory building ortipesmotions profits from a long-
term perspective and enhancing the adaptive fumaifoemotions to the solution of social
problems (Keltner & Haidt, 1999). Furthermore, apgrthe analysis to social problems built
the foundation for models on the social functioregpressing emotions to others (Hareli &
Rafaeli, 2008; Van Kleef, 2009). These models assuhat observers have a general
understanding of the appraisal processes of ensiinthe way that they can make inferences
from these on the situation at hand (Van Kleef, Q0&nd the personality of the emotion
expresser (Hareli & Rafaeli, 2008). Transferringsticoncept to a functional approach,
research within this thesis assumes that obseal®wshave an implicit basic understanding of

the motivational forces of emotions.

The empirical strategy for theory building accogldio functional approaches focuses
on summing information regarding all componentgmbtions including the typical situation
and adaptive problem (Tooby & Cosmides, 2008). Aekedging that emotions spill over
from one situation to the other (e.g., Pham, 208yjpothesis building is not limited to the
typical situation, in which the respective emotismexperienced, but likewise reaches to other
situations in which emotions’ functions are no len@daptive. When empirically testing
functional accounts of emotions, target emotiomscampared to general positive states (e.g.,

Bartlett & DeSteno, 2006; Winterich & Haws, 201dgutral states (e.g., Bartlett & DeSteno,
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2006; Griskevicius et al., 2010; Winterich & Haw&)11), or emotions assumed to be
opposite with regard to the respective functiog.(esriskevicius et al., 2010; Oveis, Horberg,

& Keltner, 2010; Winterich & Haws, 2011).

Progressing from theory building on discrete pwsitemotions to methodological
issues, the next section will give an overview aisteng methods and crucial points for the

examination of the influence of expressed and egpeed emotions.
1.3 Methods and data sources

As emotions and emotional expressions are a dynaptienomenon, their
measurement as well as examination in experimeitdies bears various challenges. In the
following a short overview on measurement of emmjoemotional elicitation and main
approaches to examine emotional expression in ewpetal designs is given and those

methods applied in this dissertation thesis arerdsed.
1.3.1 Measurement of emotions

It has been stated thantasuring a person’s emotional state is one ofribst vexing
problems in affective scierfic@vauss & Robinson, 2009, p. 209). In general, g#oms can be
measured with a variety of different methods raggirom self-reports, over autonomic
nervous system measures, startle response magneisi#roencephalography, functional
magnetic resonance imaging to measuring vocalalfaegind body behavior (Mauss &
Robinson, 2009). However, all measures have stnengmd weaknesses and none of these

measures has been so far identified as superior.

On the one hand, measurements such as autonorwmusesystem measures, startle
response magnitude, electroencephalography, furatimagnetic resonance imaging, and
behavior ratings have been shown to be biased filgrelit measurement errors especially

with regard to measurements of discrete emotionsu@d & Robinson, 2009). On the other
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hand, self-report measures on emotions are biageépisodic-memory, situation-specific
beliefs, and, especially when measured on trail)erdentity-related beliefs (Robinson &
Clore, 2002). Furthermore, when self-ratings of #ams on trait level are included in
correlational one-time, one-source surveys, resats additionally influenced by common

method biases (Podsakoff, MacKenzie, Lee, & Pod§aka03).

For these reasons, the methodological strategyhisf dissertation thesis was to
combine trait measurements of discrete emotioneld studies with experimental results
using vignette studies for emotion elicitation shuogvthe same relation. Thereby, high
external validity of field studies was combined lwhigh internal validity of experimental

studies.
1.3.2 Experimental emotion elicitation

A great variety of different emotion elicitationgmedures has been established with
examples encompassing autobiographical recallngdsicial expression, film clips, music,
performance feedback, and social interaction (S&adovic, & Turnbull, 2012). With earlier
comparative studies and meta-analyses lacking ifferahtiation between distinct emotions
(cf. Brewer, Doughtie, & Lubin, 1980; Gerrard-HesSpies, & Hesse, 1994; Westermann,
Spies, Stahl, & Hesse, 1996), only one study sadanpared emotion elicitation procedures
for discrete emotion. Examining procedures to efear, anger, sadness, and joy, this study
indicates that external, i.e., film clips, and me, i.e., affective recall, procedures are
comparable in effectiveness and elicitation of s even more intense for internal

procedures (Salas et al., 2012).

Research within appraisal theories mostly reliecffective recall as well as vignette
studies, in which participants read an emotioniteig scenario (Robinson & Clore, 2001).

Doubting external validity of results from thesedies, it has been argued, that especially
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vignette studies are not comparable to real-liteasions as real-life situations are more
complex, interacting and furthermore, experiencedfa first-person perspective (Parkinson
& Manstead, 1993). However, experimental compariebrvignette studies with emotion

elicitation by pictures has shown that results esged across methods (Robinson & Clore,

2001).

Based on this finding and the current use of vigneftudies in experimental
examinations of discrete positive emotions (cf.s&vicius, Shiota, & Neufeld, 2010; Tracy
& Robins, 2007), vignette studies were also appimthin this dissertation for emotion
elicitation. Furthermore, this approach allowedeaté#ntiating between attributions of effort,

ability, and luck, on which hypotheses were built 0
1.3.3 Emotion expression

Research within the trait generalization paradiggeduemotion pictures as minimal
design to examine the influence of emotion expogssion inferences about personality
(Hareli, Shomrat, & Hess, 2009; Knutson, 1996; Mmaire & Dobish, 2003). Furthermore,
research on the influence of emotion expressioed asvariety of different methods such as
emotion profiles (Brundin et al., 2008), vignettadies (Connelly & Ruark, 2010; Madera &
Smith, 2009; Schaubroeck & Shao, 2012), video dtinfiLewis, 2000; Newcombe &
Ashkanasy, 2002; Van Kleef, Anastasopoulou, & Mijst2009; Van Kleef et al., 2010; Van

Kleef et al., 2009), and emotion expressions ofederates (Barsade, 2002).

These methods generally differ in the presentatibemotion expression. Whereas
emotion profiles and vignette studies used writtiescriptions, studies implying pictures,
video stimuli and confederates worked with nonvkrbadily emotional expression. Further,
they differ in the dynamic in which emotion expiess are presented; with ecological

validity increasing with increasing dynamic (Marsest al., 2012).
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Within this thesis, bodily emotion expressions werkamined in multiple steps with
increasing dynamic of emotional expression. Inrst fstep, emotion pictures taken from a
standardized emotion picture set (Tracy, RobinsSdariber, 2009) were used. In the next
step, pictures were accompanied by short writtemagos, which provided the reason for
emotional expression. Finally, video stimuli wesed in which professional actors posed the

respective emotional expression within the contéxob interviews.
1.4 Structure and main results

Each of the main chapters of this dissertationishesamines the influence of positive
affect in organizations with regard to differentpdadent variables. These are financial
rewards (chapter 2), helping colleagues (chapte@®) leadership (chapter 4). Therefore,
each chapter will provide an overview on the respedield of literature, and describe the
research gap, specific contribution as well as icagpibns for practice and future research.

The following lines provide a short overview on leabapter.

Chapter 2 builds on signal sensitivity in explagithe influence of trait positive
affectivity on perceptions of financial rewardsn&incial rewards are not only considered as
crucial motivator in influencing performance in argzations (cf. Gerhart, Rynes, & Fulmer,
2009; Jenkins, Mitra, Gupta, & Shaw, 1998), but @s® widely discussed with respect to
optimal reward size (Gneezy & Rustichini, 2000; fdjt Gupta, & Jenkins, 1997) and
individual differences (Cadsby, Song, & Tapon, 208haw et al., 1999). This thesis will
show that the influence of trait positive affedywvmoderates a curvilinear relation between
actual and perceived reward size, which is showanly apply to rewards received by the

own person but not on others’ rewards.

Chapter 3 takes a cognitive approach to emotionadmtying attribution theory for

building and examining the influence of discretesipee emotions, i.e., two facets of pride,
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on interpersonal helping in organizations. Helpo@pavior is one of the key dimensions of
organizational citizenship behavior (Podsakoff, Mewzie, Paine, & Bacharach, 2000),
which has been already found to be influenced Isjitipe mood (George, 1991). Examining
two different facets of one discrete positive emotithis research will show that not all
positive emotions increase helping in organizatioéhereas hubristic pride decreased
helping colleagues by trend, authentic pride ineedahelping colleagues, and these effects

were partially mediated by goal orientation.

Chapter 4 examines how expressions of pride angimegs differentially influence
perceived competency in social and instrumentalddearoles. With leaders having
tremendous influence on how subordinates feelkthamd act (George, 2000; Sy, Coté, &
Saavedra, 2005), this thesis will examine how discrpositive emotions (pride and
happiness) influence the way leaders and poteftiate leaders are perceived with respect to

two different leader roles (instrumental leadeesohnd social leader roles).

Finally, chapter 5 provides an overall discussiasdal on main findings of chapters 2-
4. With results of this thesis especially highligigt the function of emotions in regulating
interpersonal relations in organizations, genemgblications are discussed focusing on the
even increasing importance of collaboration in argations. As organizations, especially in
developed countries, are increasingly knowledgenisive, employees are not only becoming
more important as an organization’s assets, butlaggg interpersonal relations becomes a
crucial challenge for value creation in organizasioFinally, implications for future research
on discrete emotions are laid out focusing on &l adaptive function of hubristic pride,
the importance of emotion regulation in managdeatiership and increasing influences from

virtualization of labor.
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2 The role of trait positive affectivity in the evaluations of one’s own and

others’ financial rewards

Abstract

Previous research indicates that trait positivedaivity (PA) directly and indirectly
influences individuals’ evaluations of reward sizékwever, research shows conflicting
results on the direction of PA’s moderating influen Furthermore, past studies fail to
differentiate evaluations of one’s own rewards usnewards for others, which is particularly
important as reward systems are designed fromrd-pl@rson perspective. Our experimental
design confirms PA’s direct and moderating effecttioe evaluation of one’s own rewards,
finding stronger positive relationship for smalitmderate rewards but weaker positive
relationship for moderate-to-large rewards. Thegaluation processes further show that
individuals high (low) in PA perceive their own rawls as being larger (smaller) than
rewards for others. The discussion addresses tpkcations for designing reward systems in

organizations.

Key words. Reward size; incentives; perspective; subjectimagnitude; trait positive

affectivity
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3 Too proud to help? Examining the opposing influence of authentic and

hubristic pride on helping

Abstract

Although positive affect is widely acknowledgedlie positively related to helping
colleagues, little is known about the influenced@dcrete positive emotions such as pride on
helping colleagues. This paper examines the prasoansequences of authentic and hubristic
pride in a management context. Within two experitakestudies (overalN = 372) and two
field studies (overalN = 627) we measure authentic and hubristic pridbaih state and trait
level. Findings revealed differential effects foettwo facets. Furthermore, we found that the
influence of authentic pride was fully mediateddnal orientation, whereas the influence of
hubristic pride additionally showed a direct negainfluence on helping colleagues. Finally,

we provide a detailed discussion for fostering imgjpn work contexts.

Key words: Organizational Citizenship Behavior, Positive Eimies, Goal Orientation, Pride
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4 Two faces of leadership: Inferences from emotionagxpression on two

different leader roles

Abstract

Managers are faced with a multitude of differeriesoand resulting high social and
behavioral complexity in today’s organizations (elgawrence, Lenk, & Quinn, 2007). With
emotion management being generally considered asmaortant way to handle this
complexity (Hooijberg, Hunt, & Dodge, 1997), thesearch shows across three experimental
studies (N = 1,291) that expressions of two digcreositive emotions, i.e., pride and
happiness, differentially influence perceived diifeaness in two different leader roles, i.e.,
instrumental and social leader roles. This resiglhlights the complexity and high demands
on emotion management especially for managerialelsaand thereby contributes to the
emerging research field of emotional labor in leadp (Humphrey, 2012). Implications for

future research on the interface of leader rolelsdescrete emotions are discussed.

Key words: Leader Roles, Emotional Expression, Pride, Haggsn
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5 Conclusion$

5.1 Summary of findings

Examining the influence of positive affect on p@tiens of rewards (chapter 2),
organizational citizenship behavior (chapter 3)J &adership (chapter 4) this dissertation
thesis reflects the widespread influence, whichitiyes emotions have in organizations.

Chapter 2 to 4 contributed to existing literaturehe following ways.

Chapter 2 examined the influence of positive tiaitectivity on perceptions of
financial rewards for one’s own and others. Therebysolved seemingly contradictory
findings (Erez & Isen, 2002; Shaw, Duffy, Jenkigs,Gupta, 1999; Shaw, Duffy, Mitra,
Lockhardt, & Bowler, 2003) on the moderating infige of positive affect on perceptions of
rewards in current research by extending the aisatgsa wide range of different rewards
sizes. Results showed that the influence of pesitigit affectivity was overall positive, but
led to increasing growth rates for small to meditawards and decreasing growth rates for
medium to large rewards. Additionally introducingrgpective as moderating variable, results
revealed that positive trait affectivity influencpdrceptions of own rewards but not of others’
rewards. In consequence, individuals perceivedrstiiewards as higher than own rewards
with decreasing positive trait affectivity. Thedadings mainly contribute to literature on
design of reward systems (Gerhart, Rynes, & Fulr2@9). The influence of positive trait
affectivity shows off limits of optimization as iniduals in organizations ultimately perceive
rewards differently. Furthermore, results questidmuman resource managers, who perceive
reward systems from a third person perspectiveggtereptimal pay systems for employees,

who will perceive the reward system form a firstgo® perspective.

? This chapter is partly based on Brosi, Sporrle, e& Shaw (2012), Brosi, Spérrle, & Welpe (201Bpsi,
Sporrle, & Welpe (2012b)
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Chapter 3 challenged the widely accepted assumphliah positive emotions have
positive outcomes (Lindebaum & Jordan, 2012) bywshg that two facets of pride, i.e.,
authentic and hubristic pride, differentially indloce helping behaviors. Effects are
hypothesized to result from differentially attribng achievements to effort, thus experiencing
authentic pride, and ability, resulting in hubispride (Tracy & Robins, 2007). Results
across two experimental studies and two field s&idmainly supported differentiating
influences of authentic pride and hubristic prisehelping colleagues. Whereas experimental
studies mainly showed that hubristic pride decreasentions to help compared to authentic
pride (and control conditions), field studies ma®ongly showed a positive effect of
authentic pride on helping colleagues than a negatifect of hubristic pride on helping
colleagues. Furthermore, Study 4 showed that tfaemce of authentic pride was fully
mediated by goal orientation whereas hubristic orichd a direct negative influence on
helping colleagues. As attributions are malleabl@gterling, 1985) and can be influenced not
only by the individual, but also by colleagues,amgational culture, and especially leaders,
results of this study indicate that helping canir@eased by emphasizing necessary efforts

for achievements in organizations.

Chapter 4 showed across three experimental stuthas expressing pride and
happiness differentially influence perceptions widlgard to instrumental and social leader
roles. When expressing pride compared to happimesgiduals are perceived as behaving
more often in ways congruent with instrumental &Fadoles, as more competent in
instrumental leader roles and more successfulaohieg instrumental leader outcomes, but
they are perceived as behaving less often in waggraent with social leader roles, as less
competent in social leader roles and less sucdessfteaching social leader outcomes.
Thereby, results mainly contribute to literature social and behavioral complexity in

managerial and executive leader roles (Denison,ijblrg, & Quinn, 1995; Mumford,
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Campion, & Morgeson, 2007) and emerging literatare emotional labor in leadership
(Humphrey, 2012). With managerial leaders constaswlitching between sometimes even
contrary leader roles (e.g., Lawrence, Lenk, & QuiR007; Mintzberg, 1975; Tsui, 1984),
findings underline resulting challenges for leadeith regard to emotion management as they

show that the very same emotion can be benefitiahe role, but detrimental in the other.
5.2 Main contributions of the dissertation

Results across all chapters show that the influerigeositive affect may not be as
simple to be summarized as being positive for pasibutcomes. First, results showed that
the influence of positive affect may sometimes bsitpre but resulting in differing growth
rates. Second, results confirmed that some disgeséive emotions have indeed negative
consequences on positive outcomes such as exgagehabristic pride decreases helping
behavior. Finally, challenging the general assuomptthat expressing positive emotions
primarily has positive outcomes (Lindebaum & Jord2@12) results show that especially

expressing pride leads to differential perceptwith regard to different leader roles.

In addition, findings of this dissertation thesisntribute to major theoretical
approaches on the examination of discrete emotiongganizations. Contributing to research
within appraisal approaches to emotions, reseaitthinathis thesis shows that emotions, i.e.,
authentic pride and hubristic pride, resulting fr@appraising an achievement to different
factors, i.e., effort and ability, differentiallypfluence behavior towards others. With effort
and ability being the most central attributionsachievement settings (Hareli & Weiner,
2010), research has consistently shown that atindgpwther individuals’ failures to effort or
ability influences helping-giving towards these iinduals (Betancourt, 1990; Greitemeyer,
Rudolph, & Weiner, 2003; Jackson & LePine, 2003Pibe & Van Dyne, 2001; Rudolph,

Roesch, Greitemeyer, & Weiner, 2004; Schmidt & Weirl988; Taggar & Neubert, 2004;
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Weiner, 1980). Vice versa, research within thisihahows that attributing own successes to

effort or ability also influences help-giving tollEagues.

Contributing to functional approaches on emotidhs research indicates, that pride
may serve a specific function in leadership. Rededras shown that expressing pride
communicates high status (Shariff & Tracy, 20099 assumed that the adaptive function of
expressing pride may be to provide learning cueofleer members of the respective group
(Martens, Tracy, & Shariff, 2012). Showing that eegsing pride especially increases
perceptions with regard to instrumental leadersaaggests another adaptive function of
pride. That is expressing pride may communicateiBpeompetency in leader roles, which

may be highly adaptive when coordination problemgroups have to be resolved quickly.

Having examined a wide field of different organieatl variables ranging from
reward perceptions over organizational citizendbabavior to leadership, the summary of
results has so far laid out how results of thisithepecifically contribute to each of these
fields. Overall, results of this thesis highlightet influence of positive emotions in
coordinating interpersonal relations in organizasioResults not only show that experienced
emotions regulate behavior towards others but #lab expressing emotions may serve in
coordinating behavior by influencing others’ petoeps of the emotion expresser.
Practitioners and researchers alike agree thal@ao@ an important driver for organizational
performance (Harter, Schmidt, & Hayes, 2002; Pfefi®98), and coordination has always
been a central task in organizations (Coase, 1838gut & Zander, 1996). However, as
human capital and knowledge-intensive industries gaaportance in the economy (von
Nordenflycht, 2007; 2010), interpersonal relatiohecome increasingly important for
organizational performance. Whereas manufacturiockers handle the organization’s assets,
workers in knowledge-intensive and service-orierdgganizations are the company’s assets

(Groysberg & Lee, 2008). As these workers haveotwrdinate themselves and cooperate with
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each other in order to create value (e.g., Gard@amp, & Staats, 2012), interpersonal
relations likewise gain importance in today’s ornigations and thereby the necessity to gain a

deeper understanding on how emotions regulatep@tsonal relations in organizations.
5.3 General implications for practice

Resulting from the considerations above, orgaromatiin general and especially
organizations in human capital intensive and kndg#eintensive industries may increase
effectiveness and thereby performance by improvihgir understanding of emotion
functioning. This claim especially targets on lead@ organizations not only because they
directly influence employees’ emotions (George, @08y, C6té, & Saavedra, 2005) and
behavior (Hareli & Rafaeli, 2008; Van Kleef, 2008) expressing emotions, but also because
results indicate that especially top managementlelsa may be well advised to take

employees’ emotions into account when making grat@ecisions.
5.3.1 Implications for strategic leadership

Strategic leadership refers to the work of exeeuleaders as a strategic and symbolic
activity (Vera & Crossan, 2004). Thus, strategiadership includes activities such as
“making strategic decisions; creating and commuimcgt vision of the future; developing
key competencies and capabilities; developing omgdional structures, processes, and
controls; managing multiple constituencies; selegtand developing the next generation of
leaders; sustaining an effective organizationakaxd; and infusing ethical value systems into
an organization’s culture(Boal & Hooijberg, 2001, p. 516). With researcaving already
discussed general influences of affect on strateégicsion-making (Michl, Welpe, Sporrle, &
Picot, 2010) and shown influences of discrete emngtion components of strategic decision-
making such as opportunity evaluation (Grichnik,efm & Welpe, 2010; Welpe, Sporrle,

Grichnik, Michl, & Audretsch, 2012), results of shihesis mainly have implications for two
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activities: developing organizational structurespgesses, and controls and sustaining an

effective organizational culture.

First, with pay systems being part of organizatiGtaictures, processes, and controls
(cf. Gerhart et al., 2009), results of chapterghhght the limits to which pay systems can be
optimally designed. In line with research on thgghelogical costs of pay systems (Larkin,
Pierce, & Gino, 2012), results show that dependingndividual differences, pay systems
may be differentially perceived and therefore défgially impact employees. Furthermore,
results highlight the limits to which decision makare able to put themselves in the position
of those employees who work in these systems.i¢nvithy, results advice practitioners on the
cautious use of these systems and to increase timelerstanding of the employees’

perspective when designing them.

Second, with respect to sustaining an effectiveucey research has already shown that
organizational culture has a strong and pervasiflfaence on employees’ valuation of effort
and ability (Murphy & Dweck, 2010). With organizatis being generally able to influence
the valuation of effort and ability, results of ger 3 advice organizations to increase their
employees’ valuation of effort to instill organikatal citizenship behaviors. In order to
achieve this goal, organizations may use instrumenich as for example top leaders’
narratives, e.g., wherekecutives proudly describe[d] thedEO’s growth and learning over
35 years—from sales rep to the head of the orgéniza(Murphy & Dweck, 2010, p. 283),

and corporate communication of organizational \&lue
5.3.2 Implications for relational leadership

In contrast to strategic leadership, relationaldéxahip particularly refers to the
relationship between leaders on all stages of tigandzation and their followers (Vera &

Crossan, 2004). Thus, leaders at all stages afrifjenization are addressed by results of this
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dissertation in two ways. First, showing that twiffedent discrete emotions differentially

influence how leaders are perceived in two differtgader roles, results highlight the
importance of managing own emotions for leadersh@lgh the importance of managing
own emotions has been addressed in past reseapartast emotional intelligence (George,
2000), results of this research specifically adviesders when to express which emotion.
Expressing pride was shown to be helpful in inseatal leader roles, but detrimental in
social leader roles. According to the findings lostthesis, leadership trainings should not
only acknowledge that especially managerial leatax® to fulfill many different roles, but

also that each role implies different requiremeémterms of emotional expression.

Second, results of this thesis also address leauénsir ability to influence followers’
emotions. Leaders not only influence followers’ ¢imws by expressing own emotions
(Johnson, 2008), but may also influence antecedlributions. According to results of this
thesis, leaders are well advised to emphasize empdd contributions in achievements as
especially field studies within this thesis haveowh that authentic pride increases
organizational citizenship behaviors over and abthe positive influence of happiness.
However, they should be even more careful in empimas necessary effort in reaching
achievements as attributing success to abilityldees) shown to have detrimental influences
on helping colleagues within this thesis. With melgéo leadership training, these results
highlight the importance of leaders’ understandigemotions and the ways in which they

can influence followers’ attributional processes.
5.4 Implications for future research

As studies within this thesis especially focused pmde, its two facets and
comparisons with happiness, future research isssacg to further examine the influence of
discrete positive (and negative) emotions in orgations. Other discrete emotions such as

gratitude, empathy and compassion may likewise sliifferential consequences. For
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example, with financial rewards having been shosvimtrease self-sufficiency (Vohs, Mead,
& Goode, 2006) self-oriented emotions such as padd shame may likewise increase
proneness to financial rewards whereas other-@teatotions such as gratitude and anger
may decrease proneness to financial rewards (BW&lpe, & Sporrle, 2011). Thus,

considering discrete emotions opens up a multiaiadeays for future research.

Examining the influence of experienced discreteitp@s emotions, results of this
thesis showed the detrimental influence of hularigtide on helping colleagues, whereas
authentic pride increased helping colleagues. Tthese results support literature’s view of
pride as Janus-faced qualityWilliams & DeSteno, 2009, p. 284; cf. Tracy & Ras, 2007)
with only authentic pride serving an adaptive fumctin increasing individual fithess and
survival, whereas hubristic pride is widely consatk as detrimental and non-functional (
Williams & DeSteno, 2009; DeSteno, 2009). Althoughkults of this thesis support this view,
the question arises if it nevertheless is too ginedl and if hubristic pride may indeed have an
adaptive function in specific situations. As espligiexecutive leaders in organizations have
often been described to be prone to hubris, iudaristic pride (e.g., Hiller & Hambrick, 2005;
Li & Tang, 2010), high-level leadership may conggtsuch a situation for hubristic pride. In
other words, hubristic pride may be adaptive inhHeyel leadership positions. Although
literature on executive hubris concentrated on degtve consequences of hubristic pride or
hubris on strategic decision-making (e.g., Hayw&rtlambrick, 1997; Hiller & Hambrick,
2005; Li & Tang, 2010; Roll, 1986), first eviden@so provides support for positive
outcomes as for example executive hubris increasesation in organizations (Tang, Li, &
Yang, 2012). Further research is necessary to eerhihigh organizational levels indeed
constitute a specific situation for experiencingotstic pride and to examine if further
adaptive functions of hubristic pride exist for lbdhe individual and the organization as a

whole.
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Finally, results of this thesis also underlined #soeial function of discrete positive
emotions in shaping perceptions in instrumental smclal leader roles when emotions are
verbally and non-verbally expressed. This findiog only requires further research with more
extensive sets of emotions and leader roles ard regards to emotional labor in leadership
(Humphrey, 2012), but may also be notable agahestoackground of the increasing use of
media-supported communication in organizations rf§B& Fulmer, 2004). First, with other
media channels than face-to-face communicationngakedia richness, i.e., failing to confer
the same amount of verbal and non-verbal informafiengel & Daft, 1988), especially mail
communication has been argued to miscommunicateti@mso(Byron, 2008). However,
further research on what exactly is conveyed byctvi@motion is a pre-condition for further
examination on how media-supported communicatiosrugts or may also enhance
communication with regard to emotions. Second, ittteeased number of communication
channels also increases the use of multicommuaitg&einsch, Turner, & Tinsley, 2008).
Thus, leaders may act in different roles via ddfégrcommunication channels at the same
time, which substantially increases resulting camipy especially with regard to emotion
management. Further research is necessary, to megarhimulticommunication indeed
influences role perceptions of managerial leadexs i& these are influenced by emotional

expression.

In conclusion, research within this dissertatioesie showed that the influence of
positive affect is not as simple to be summarizedeing positive on positive outcomes by
providing empirical evidence for influences of go& affect in terms of curvilinear relations
and differentiating effects of discrete positive ations both when experienced and when
expressed. Reflecting the broad influence of afilecirganizations, effects were shown in a
wide array of organizational variables includingrgaptions of rewards, organizational

citizenship behaviors, and perceptions of lead®sserall, results especially highlighted the
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function of positive emotions in regulating interp@nal relationships in organizations
indicating how a better understanding of this fumtinay improve strategic and interpersonal
leadership in organizations. With positive emotitraving been neglected and their impact
being underestimated for a long time, this dissiertathesis shows that discrete positive

emotions may sometimes make the crucial difference.
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