


Getting to a point like this where one writes a book requires much dedication, 
effort, and driving force. I have thought a lot about what is behind my driving 
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Foreword: Workplace Emotion: 
Where We've Been, Where We're 

Going, and Where We Ought to Be 

Professor Russell Cropanzano 

Workplace emotion has finally arrived! And none too soon for many of us. In 
the span of about a decade, emotion scholars have gone from lamenting the 
dearth of relevant research (Ashford & Humphrey, 1995; Pekrun & Frese, 
1992) to celebrating a new explosion of interest (Ashkanasy, Hartel, & Daus, 
2002; Brief & Weiss, 2002). There is more than just volume in this current 
cascade. Emotion researchers have begun to incorporate innovative research 
strategies, such as qualitative inquiry (Ayoko & Hartel, 2002; Rafaeli & Sut
ton, 1990; Sutton, 1991; Sutton & Rafaeli, 1988), experience sampling (Weiss, 
Nicolas, & Daus, 1999; Williams, Suls, Alliger, Learner, & Wan, 1991), and 
multidimensional scaling (Russell, Lewicka, & Nitt, 1989). Moreover, schol
ars have begun to hammer out historically thorny theoretical distinctions. 
For example, considerable work has distinguished moods from emotions 
(Weiss & Brief, 2002) and mapped the structure of affect (Cropanzano, 
Weiss, Hale, & Reb, 2003). Perhaps most exciting of all, workplace emotion 
has taken an interdisciplinary turn, incorporating work from sociology (Ash
ford & Humphrey, 1993; Hochschild, 1983), social psychology (Isen & Baron, 
1991; Kelly & Barsade, 2001), clinical and counseling psychology (Hartel, 
Kibby, & Pizer, 2003), and personality (George, 1992, 1996; Judge & Larsen, 
2001). This combination of conceptual openness and theoretical flexibility 
has become a hallmark of emotion research. In one form or another, all of 
these influences are manifest in this current book. Those of us with long-
standing interest in emotion have seen a lot of significant developments in 
the course of our careers. 

xi 
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If you've read this far you must have at least a passing interest in workplace 
emotion. As such, you've made my first task easy—I probably don't need to 
convince you that the topic is, at least potentially, important. But why should 
you read on? By "on" I don't mean in the mundane sense of finishing this little 
foreword or even reading through the entire book (although I certainly hope 
that you do both!). Rather, I mean "on" in a more substantive sense, to refer to 
the workplace emotion literature as a whole. Why should you stick with it? You 
probably know that emotion research offers or could offer something now. But 
should you have confidence in its future? In preparing this foreword, I have 
thought long and hard about that future. My evaluation is optimistic, of course, 
but that optimism needs to be based on the potential for future accomplish
ment and not the dusty glory of past—even recently passed—achievements. 
It's no longer enough to shout that "Emotion matters!" because we've already 
convinced everyone (assuming that there was ever a large cadre of doubters). 
The task before us is to provide the shape and substance that will allow our lit
erature to continue to grow. 

Fortunately, we've reached an at least serviceable understanding of the ma
jor constructs—affect, mood, emotion, and well-being. With that small, but 
not insignificant, measure of theoretical cohesion, emotion research has el
bowed its way to the table of organizational behavior. We are ready to begin our 
careers. That future will see chapters in undergraduate textbooks, doctoral 
seminars, quotes in major newspapers, and popular books on how feelings 
shape our experience at work (this last prediction has already come true). In 
broad outline, we know what our future looks like, but what will be the content 
of those books, quotations, seminars, and chapters? No doubt we will all have 
much to say, but right now I can't tell you what they will be. 

Herein lies a special opportunity for you: In the years to come, you can be 
part of the intellectual adventure that will provide solutions for those ques
tions. At this particular juncture of our history, the thrill does not come from 
what we know, but from what remains for us to learn. That's why I encourage 
you to read on—because the biggest questions have yet to be answered and be
cause fascinating challenges await you and us. The remaining enigmas prom
ise to keep emotion research vital and dynamic for many years to come. 

I next argue that at least three challenges wait at the horizon of our under
standing. I treat each of these as a tension or dialectic within our discipline. For 
me, the push-and-pull between superficially opposite-sounding ideas can lead 
to new insights. This is my personal special list of challenges, and I hope you en
joy it. Of course, it is only my own appraisal. You probably have your own favorite 
problems and your own ideas for solving them. This is as it should be. So we 
should take my small questions at face value—they're only questions—and not 
as anything else. Maybe someday I'll have an opportunity to hear your ideas! 

My first challenge pertains to the relationship between power and subtlety. 
Emotion can be experienced in a holistic and all-encompassing fashion. We 
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speak of being "carried away," "torn apart," "overwhelmed," or "giddy" with 
our feelings. These words carry communicative meaning only because they 
designate powerful shared human experiences. Yet despite this not infrequent 
sense of power and completeness, an emotion is a multifaceted—almost frag-
ile—construct. Each emotion has different parts. Like children's Tinker Toys, 
at least some of these parts can be disassociated and rebuilt to form slight but 
important shades of meaning (Mascolo & Griffin, 1998; Mascolo & Harkins, 
1998). Seemingly modest changes in how we interpret or analyze an event can 
alter the course of a torrent of feeling. 

To illustrate this point, consider three closely related emotions: embarrass
ment, shame, and guilt. Each is similar, in that the terms refer to self-
conscious evaluations of our own behavior. Additionally, each occurs when we 
do something that others (and probably we ourselves) perceive as wrong. De
spite these basic similarities, there are subtle but important differences in the 
phenomenology of each. Shame is the most general. We experience the feeling 
of shame when we behave in such a way as to question our identity as a certain 
type of person. Guilt is like shame, only more narrowly defined. We experience 
guilt when we misbehave in a specific instance that does not directly confront 
our sense of self. That is, we are guilt-ridden when we fail to live up to our own 
moral standards. Unlike shame and guilt, embarrassment does not carry these 
moral connotations. We feel embarrassed when we do something silly or 
dumb, but not when we experience an ethical failure (for details and evidence, 
see Keltner & Anderson, 2000; Keltner & Buswell, 1997; Tangney, 1995; 
Tangney & Fischer, 1995). 

Notice, of course, that the exact same event can provide any one of these 
three emotions, depending on how it is understood. Does it pertain to moral
ity? Does it pose a challenge to one's identity? Different answers to these 
questions alter substantially our affective experience. What are we to make of 
this? Are emotions affective bulldozers that push aside all else? Or are they 
delicate will-o'-the-wisps that change their meaning—in some ill-defined psy
chological version of the Heisenberg Principle—upon close scrutiny of our ex
perience? In some sense, emotions must be both subtle and powerful. Or, per
haps more precisely stated, from the arrangement of subtle events, powerful 
affective forces can be unleashed (Mascolo & Griffin, 1988; Mascolo & 
Harkins, 1998). 

The second challenge pertains to the relative attention provided to negative 
and positive feelings. In an insightful paper, Ashford and Humphrey (1995) re
minded us that people do more than think. They also feel. While none would 
gainsay this observation, we should add that people don't only feel bad 
(Seligman & Csikzentmihalyi, 2000). In fact, in one survey of psychological re
search, Myers and Diener (1995) determined that there were 17 publications 
on negative emotion for every one on positive well-being. To be sure, a com
plete understanding of the human experience requires an attention to the de
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spair, loneliness, and anxiety that are sometimes a part of our lives. However, 
our theories of work behavior must make room for joy and love as well. Recog
nition of this possibility is likely to yield practical gains. For instance, several 
studies have found that psychological well-being is related positively to job 
performance (Cropanzano & Wright, 2001). Likewise, research by Moliner, 
Martinez-Tur, Peiro, Ramos, and Cropanzano (2003) found that positive feel
ings (operationalized as psychological engagement) and negative feelings 
(operationalized as burnout) contribute independently to the prediction of 
work outcomes. 

The third challenge has to do with relationship between feeling and think
ing. Emotion is not the antithesis of cognition. When workplace emotion was 
still struggling for acceptance, it might have made sense to draw sharp de
marcations. Perhaps some felt that conceding an inch might open the door 
for a sort of intellectual imperialism. I can't speak with certainty about the 
past, but I do believe that we can be more open to integration in the future. 
Although emotions cannot be reduced to cognitions, research tells us that 
thinking is certainly involved. These influences are bidirectional, with affect 
influencing our thinking (e.g., Forgas & George, 2001; Isen & Baron, 1991) 
and our thoughts impacting how we feel (e.g., Reisenzein & Schoenpflug, 
1992). The processes of cognition and emotion are heavily intertwined 
(Judge & Larsen, 2001)—so much so that it is difficult to clearly locate the 
boundary where one leaves off and the other begins. For instance, emotion 
involves affect, but it also requires that we label and interpret events (Mas
colo & Griffin, 1988; Mascolo & Harkins, 1998; Pirola-Merlo, Hartel, Mann, 
& Hirst, 2002). Likewise, healthy human functioning depends on the close 
interplay of our thoughts and feelings (Goleman, 1998; Hartel et al., 2003). 
Judge and Larsen (2001) illustrated this point nicely by examining the case of 
Elliot. Elliot was a patient described by Damasio (1994). Brain damage 
caused Elliot to lose his capacity for affect, while retaining his cognitive ca
pacity. This loss of feeling made Elliot less rational in his dealings with oth
ers. Among other things, he had trouble making evaluations and ranking pri
orities. Making a distinction between cognition and emotion is practically 
useful. These are big topics and taking them apart allows us to more closely 
scrutinize each. However, we should not lose sight of the underlying unity 
between these two sets of processes. 

We emotion researchers have a lot to think about. However, as I have already 
argued the case for optimism is predicated on this road of unsolved mysteries. 
In the final analysis, I believe these challenges are part of an adventure. We 
have much to look forward to. 

Read on and enjoy yourself ... 



Preface


This edition was conceived and compiled to meet the need for a comprehen
sive book for practitioners, academics and students on the research on emo
tions in organizational behavior. The book is the first of its kind to incorporate 
organizational behavior and bounded emotionality and is the third in a series of 
books on emotions. 

The editors' primary aim is to communicate the research presented at the 
biannual Emotions in Organizational Life conference to a wider audience. With 
the exception of the six chapters coauthored by the editors and two invited 
chapters, each chapter in this book embodies papers from the 2002 confer
ence. As such, we would like to express our deep gratitude to John Basch and 
Cynthia Fisher of Bond University who contributed to the organization of the 
conference. We would also like to express our appreciation to the 29 confer
ence paper reviewers who provided us with constructive reviews of the papers 
submitted to the conference. Based on these reviews, quality research from 
around the world was carefully selected for inclusion in this volume. Of the 40 
papers received from scholars for the conference, 26 were accepted. In partic
ular, we would like to thank the following for their time and diligence in pro
viding quality reviews: 

Eliza Ahmed 

Yvonne A. Athanasaw 

Julie Baker 
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PREFACE XV11 

The first book in this series, Emotions in the Workplace: Research, Theory, 
and Practice, provided a range of research regarding emotions within the work 
environment. The second book, Managing Emotions in the Workplace, pro
vided research on the management of emotions. This edition, in contrast, looks 
at the range of research on emotions within an organizational behavior frame
work, organized in terms of the individual, interpersonal, and organizational 
levels. Particular emphasis has been placed on obtaining the leading research 
in the international sphere, and this book is intended to be as useful to the stu
dent of organizational behavior as to the managers of organizations. 

Our choice of organizational behavior as the theme for this book reflects the 
growing acceptance of emotions in the mainstream of organizational studies. 
We believe it is the right time to update courses in the area of organizational 
behavior to include emotions and to bring together, for researchers and practi
tioners alike, the contributions emotions researchers are bringing to the un
derstanding and management of organizational behavior. 

Before taking you on this journey, we wish to thank those persons who have 
been especially important to bringing this compilation to you. Indeed, without 
their help, this edition would not have been possible. In particular, we are in
debted to Debra Panipucci for her outstanding assistance in managing the ad
ministration of such an undertaking, and her invaluable contributions to the 
review and editing process. We are also deeply appreciative of the exceptional 
efforts of Victoria Strybosch throughout the review and editing process. Last 
but not least, we would like to thank editor Anne Duffy for believing in the 
value of such an endeavor. We are deeply grateful to her and the staff at Law
rence Erlbaum Associates for publishing and enabling this volume to reach 
people around the world. 
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