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Abstract: The main objective of this study is to examine the impact of leader emotional labour
strategies on job-related outcomes, job satisfaction (JS) and emotional exhaustion (EE) and the
moderating effect of perceived organizational support (POS) under the theoretical support of
conservation of resource (COS) theory. The current study was carried out by gathering data from
doctors working in the Public Health sector of Pakistan. A self-administered questionnaire survey was
employed to gather responses. The selection process employed a simple random sampling technique.
Results of the current study explicate that POS has a positive moderating effect on the relationship
between leaders' emotional labour strategies and EE. At the same time, the moderated effect of POS on
the relationship between leaders' emotional labour strategies and JS was not supported. The present
study bridges the research gap by applying the COS theory and using POS as moderating variable to
study relationships between leaders' emotional labour strategies and job-related outcomes (e.g., JS and
EE).
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Introduction identified three distinct leader emotional labour

strategies: Surface Acting (SA), Deep Acting (DA),
and Display of Genuine Emotions (DGE) (Noreen
et al.,, 2021). According to Blau et al. (2012),
"Emotional exhaustion is characterized by feelings
of mental fatigue or of being emotionally
drained".

In today's global leadership phenomenon, a
leader's emotional labour plays a vital role in
achieving organisational goals (Xu & Fan, 2023).
It is a crucial factor in organizational success
(Igbal et al., 2017). Leader emotional labour
strategies refer to the process employees adopt to
express and control their emotions or expressions In the present context, there is a growing
at the workplace (Makudza, 2023). In emphasis on employees' emotional labour and its
organizational studies, research scholars have connection to Perceived Organizational Support
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(POS), as highlighted by Peng et al. (2022).
Several organizational researchers conducted
empirical studies proving a significant association
between  leadership and  organizational
performance (Na et al., 2023). Leadership is
considered a key element and vital to
organizational success (Alotaibi et al., 2020).
Various studies explore leadership roles
concerning different dimensions (Noreen et al.,
2021). However, streamlining research regarding
emotional aspects of leadership concerning a
leader's emotional labour needs to be addressed
(Mughal et al., 2019; Noreen et al., 2021).
Leaders' emotional labour at the workplace was
irrelevant, therefore not perceived as a workplace
important phenomenon (Ahmad et al., 2019;
Mughal et al., 2017). However, emotions must be
regulated according to the situation for their
effective use in the workplace (Ahmad et al.,
2019).

Research on emotions has less attended to
investigate the leaders' exercise to breed and
express their emotions (Alotaibi et al., 2020).
However, prior research has yielded mixed
findings concerning the impacts of emotional
labour strategies on JS and EE (Islam &
Chaudhary, 2022; Ahmad et al., 2023; Lartey et
al., 2019). Wang (2011) found that leaders' SA is
not significantly correlated with JS. In another
study, Wang et al. (2011) discovered a negative
connection between a leader's SA and EE while
also revealing that DA and the DGE were not
significantly related to a leader's JS. Similarly, a
recent investigation by Ahmad et al. (2019)
indicated that SA, DA, and DGE are positively
associated with a leader's attitude.

POS has been acknowledged as a crucial
factor influencing employee health and well-being
within organizations (Lim & Moon, 2023).
Existing research and theoretical discussions
underline the noteworthy impact of emotional
labour strategies on job-related outcomes such as
EE and JS, along with the role of organizational
resources and POS in acting as protective against
the adverse effects of job-related outcomes.
(Lartey, 2015; Noreen et al., 2021).

POS refers to the acknowledgement by an
organization of an individual's needs, dedication,
commitment, and loyalty (Lartey et al., 2019).
This is a wide gap found during the review of
leadership and  organizational literature.
Empirical and theoretical pieces of evidence

suggest that leaders should handle their emotions
and feelings during interaction with their
follower's job-related outcomes, job burnout and
job satisfaction (Humphrey et al., 2008; Glaso &
Einarsen, 2006). Employees' psychological
resources will be depleted by exposure to job-
related outcomes and JS (Noreen et al., 2021).

The implications and significance of the study
extensively focus on human resource practices in
the public healthcare sector of Pakistan. As for the
concern of the research objectives of this study is
to investigate the mediating role of POS between
emotional labour strategies and job-related
outcomes such as EE and JS.

Literature Review and Hypothesis
Development

Conservation of Resources Theory (COR)

The basis of the theoretical framework of this
study is the conservation of resource (COR)
theory. This valuable framework theory
speculates that to achieve important resources;
stress arises whether a person loses or fails (Lim
& Moon, 2023). It was argued that the COR
theory revolves around the dynamics of acquiring
and depleting resources. Building on COR theory's
premises, it was suggested that leaders with high
emotional intelligence could potentially sidestep
negative emotions. This is because front-line
employees might harness their skills as valuable
resources to safeguard, retain, and foster essential
assets (Abubakar et al., 2018).

POS can result in a considerable energy drain
among its recipients due to challenges in task
performance within an inhospitable work
environment. Emotional Exhaustion (EE)
primarily diminishes an individual's Psychological
Capital and concurrently restricts the resources
available to other employees (Hobfoll, 1989).
Employees who perceive positive Perceived
Organizational Support (POS) tend to exhibit
favourable behavioural outcomes, such as
engaging in Organizational Citizenship Behavior
(OCB) (Akhtar et al., 2017). In contrast,
employees with a negative perception of their
workplace often experience Emotional Exhaustion
(EE), leading to unfavourable behavioural
outcomes (Akhtar et al., 2017). Stress arises when
their available resources diminish (Abubakar et
al., 2018; Akhtar et al.,, 2017). Exposure to job-
related stressors can lead to the depletion of
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employees' psychological resources, resulting in
mistreated workers feeling frustrated due to the
loss of essential resources. EE can occur as a
response (Mansouri et al., 2022).

Relationship between Leaders’ Emotional
Labor Strategies and Job-related Outcome
Emotional Exhaustion

As literature supports this argument, effective
leadership needs time to tackle the existing issues
and problems of the organization. Indeed, this
study aims to investigate and understand the
significance of leaders' emotional labour
strategies in shaping leadership effectiveness
(Wang et al., 2022; Hur et al., 2015). Several
studies have proved that emotional labour
contributes to occupational stress and Emotional
Exhaustion (EE). In a study conducted by Ashraf
in 2019, it was found that a positive workplace
atmosphere positively correlates with job
satisfaction. However, these research directions
have undergone recent updates, revealing various
effects attributed to surface and DA on EE. For
instance, SA often involves a cognitive and
emotional dissonance between the required
display of emotions mandated by the organization
and the genuine personal emotional experience
(Grandey, 2000; Hochschild, 1983).

An illustrative example is surface acting,
which frequently entails a mismatch between the
emotions organizations expect employees to
display and their authentic emotional
experiences. This discordance can lead to
burnout. (Judge et al., 2009). An illustrative
example is surface acting, which frequently entails
a mismatch between the emotions organizations
expect employees to display and their authentic
emotional experiences. This discordance can lead
to burnout (Brotheridge & Lee, 2002). Judge et al.
(2009) Indications propose that over time,
engaging in DA cultivates job satisfaction, leading
to a decrease in EE rather than an escalation

Previous studies enlightened that leader
emotional labour involved both positive and
negative features (Wharton, 1993; Miller et al.,
2007; Saeed et al., 2023; Zembylas, 2004).
Similarly, another study reported that SA has a
negative relationship with EE (Ibanez-Rafuse,
2010). Study results revealed a positive
association between SA and EE in service industry
employees (Ahmed et al., 2017). Deep acting is
negatively attached to EE (Hur et al.,2015). To

sum up the insignificant relationship between DA
and EE, some researchers have also argued that
DA is negatively correlated with EE (Ibanez-
Rafuse, 2010; Johnson, 2007).

H1: A negative relationship exists between a
leader's emotional labour strategy and a
leader's EE.

H1a: A negative relationship exists between DA
and Job-related outcome EE.

H1b: A negative relationship exists between SA
and Job-related outcome EE

H1lc: A negative relationship exists between the
DGE and the Job-related outcome EE

Relationship between Leaders’ Emotional
Labor Strategies and job-related outcome job
satisfaction

Prior studies have delved into different
dimensions of emotional labour. However, there
still needs to be a gap in understanding how a
leader's emotional labour strategies relate to
important job-related outcomes like Job
Satisfaction (JS) and Emotional Exhaustion (EE),
also known as job burnout. Interestingly, this
aspect has yet to be thoroughly explored in
previous research within the specific context of
Pakistan. Several researchers have suggested a
positive and substantial correlation between DA
and JS (Ozturk et al., 2008; Sheetal, 2010;
Idanez-Rafuse, 2010). In addition, different
quantitative studies examined the association
between emotional labour and JS in different
sectors, and these studies clearly distinguished the
role of SA and DA on JS (Noreen et al., 2021).

Earlier research has established a consistent
link between surface acting and job-related
outcomes, including job dissatisfaction and EE
(Kruml & Geddes, 2000; Richards & Gross, 2000;
Brotheridge & Lee, 2002; Totterdell & Holman,
2003; Bono & Vey, 2005; Goldberg & Grandey,
2007; Prati et al., 2009). Due to surface acting,
employees feel frustration and EE due to
continuous emotional discord, and this result
from performing emotional labour strategies (Van
Dijk & Brown, 2006). In addition, during surface
acting, leaders try to hide unsuitable emotions
which may negatively influence their cognitive
evaluation regarding their JS (Judge et al., 2009).

Similarly, according to the social interaction
model, leaders' surface acting creates
unfavourable and harsh reactions from followers'
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side due to which leaders feel negative job
experience, and this experience influences their
job evaluation (Ahmad et al., 2023; Noreen et al.,
2021). Empirical findings also suggested surface
acting significantly and positively associated with
EE and negatively associated with JS (Mughal et
al., 2019). The study conducted by Hur et al.
(2015) wuncovered a complex relationship
between emotional labour strategies, such as SA
and DA, revealing both negative and positive
associations.

Although  different emotional labour
strategies have different relationship patterns
with their job satisfaction and EE (Grandey,
2000), emotions regulation theory did not predict
the association between deep acting and leader
EE. The research conducted by Hur et al. in 2015
revealed that surface acting was linked to a

detrimental impact, whereas deep acting
exhibited a Dbeneficial influence on JS.
Furthermore, COR theory (Hobfoll, 1989)

enlightened the framework by which we can
understand this relationship and proposed the
following hypothesis: -

H2: A positive relationship exists between a
leader's emotional labour strategy and JS.
H2a: A positive relationship exists between
leaders' SA and Job-related outcome JS.
H2b: A positive relationship exists between
leaders' DA and Job-related outcome JS.
H2c: A positive relationship exists between
leaders' DGE and Job-related outcome JS.

Moderating effect of Perceived Organizational
Support on the Relationship between Leaders
Emotion labour strategies and Job-related
outcome Emotional Exhaustion

employee strain. POS moderates the connections
between emotional labour and outcomes like EE
and employee strain or stress (Abass et al., 2018).

POS posits that employees form a
comprehensive  belief regarding how an
organization appreciates their contributions and
prioritizes their overall happiness. (Eisenberger et
al., 1986). Organizations with a robust POS are
perceived as exhibiting pride in their employees,
providing  equitable = compensation, and
addressing their needs attentively (Lartey, 2015).

H3: POS has a moderating effect on the
relationship between a leader’s emotional
labour strategies with leaders’ emotional
exhaustion

H3a: POS has a moderating effect on the
relationship between SA and leaders’ EE.

H3b: POS has a moderating effect on the
relationship between DA and leaders' EE.

H3c: POS moderates the relationship between
the DGE and leaders’ EE.

Moderating effect of Perceived Organizational
Support on the relationship between Leaders'
Emotional Labor Strategies and Job-related
Outcome Job Satisfaction

Lartey et al.'s 2019 study highlighted the concept
of the moderating effect of POS to elucidate the
potential connection between emotional labour
strategies employed by leaders, emotional
intelligence, and job attitudes within the context
of nurses and midwives in Ghana. Nevertheless,
only a limited number of empirical studies
encompassing emotional labour, POS, and job
attitudes within a single study are accessible
(Johnson & Spector, 2007). Conversely, in
contrast, a positive POS intensifies the
relationship between DA and job attitudes (Ajay
et al., 2013). In the study by Ajay et al. (2013), it
was observed that POS functions as a moderator
that influences between emotional labour and

The interaction between emotional labour
strategies (SA, DA, and DGE) and their impact on
EE and JS will be influenced by the presence of
POS as a moderator. Consistent with the
theoretical foundation and the reviewed empirical
research, the current study has constructed a
conceptual framework illustrating how POS
moderates the connections between a leader's
emotional labour strategies and job-related
outcomes, namely JS and EE.

Previous research has wunderscored the
pivotal significance and necessity of emotional
labour strategies in the context of leadership
(Glaso et al., 2006; Brotheridge, 2006).
Therefore, it is imperative to investigate the
impact of leaders' emotional labour on their well-
being and attitudes (Lartey, 2015). COS theory
posits that employees form a comprehensive
belief regarding the organization's degree of
appreciation for their contributions and its
genuine concern for their welfare. (Eisenberger et
al., 1986). Consequently, POS is linked to
favourable outcomes, including enhanced mood
and JS (Lartey et al., 2019).

Vol. VIII, No. I (Winter 2023)

567



Javed Igbal, Hafiz Ahmad Ashraf and Arooj Fatima

H4: There is a moderating effect of POS on the
relationship of a leader's emotional labour
strategy with a leader's job satisfaction.

H4a: POS has a moderating effect on the
relationship between DA and leaders' JS.

Research Model
Figure 1
Research Model

Leader Emotional Labour

Surface Acting

H4b: POS has a moderating effect on the
relationship between SA and leaders' JS.

H4c: POS's moderating effect on the
relationship of DGE and leaders' JS.

Job-related Outcomes

Deep Acting

Display of Genuine
Emotions

Leaders Job
Satisfaction

Leaders Emotional
Exhaustion

Perceived
Organizational Support

Research Methodology

The current study gathers data from healthcare
professionals in the Government of Punjab,
Pakistan public health sector. Data collection took
place over six months and involved responses
from doctors as participants. A self-administered
questionnaire survey was utilized to gather
responses. Nearly 1000 questionnaires were
distributed among the intended participants, who
were doctors from the public health sector of
Punjab, Pakistan. Of these, 780 completed
questionnaires were returned. Out of those, 600
questionnaires were deemed suitable and were
selected for analysis. The selection was carried out
using a simple random sampling technique. Data
was gathered from a sample of 600 doctors

working in the public health sector of Punjab,
Pakistan. Self-administrated = questionnaire
instruments were adopted from different previous
social sciences studies. Table 04 mentions all the
instruments with the author's detail and items
used in the current research.

Confidentiality was upheld throughout the
process, and individual responses were not
disclosed to the hospital or institute. Valid-filled
questionnaires were used for analysis. All
participants/respondents were full-time Doctors
of major hospitals of the Public Health
Department/sector located in Punjab and
controlled by the Government of Punjab Pakistan.
Pakistan.

Table 1

Instrument Details
Variables Author(s) Items
Emotional Labor- Surface Acting (IV) (Diefendorff et al., 2005) 7
Emotional Labor-Deep Acting (IV) (Diefendorff et al., 2005) 4
Emotional Labor- Display of Genuine Emotions (IV) (Diefendorff et al., 2005) 3
Job-Related Outcomes-Emotional Exhaustion(EE) (DV)  (Wharton. 1993) 6
Job-Related Outcomes-Job Satisfaction(JS) (DV) (Edwards and Rothbard, 1999) 4
Perceived Organizational Support(POS) (MV) (Eisenberger et al., 1997) 8

Note: Independent Variable (IY). Dependent Variable (DV), Moderating Variable (MV)
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Data Analysis

The data from the present study were analyzed
using Smart PLS employing structural equation
modelling (SEM) techniques. The data analysis
process followed a two-stage procedure. First and
foremost, the validity and reliability of the
measures, as well as their discriminant validity,
were checked to ensure that the measurement
model was valid and reliable. The structural
model was scrutinized in the subsequent stage to
assess the path coefficients. It was noted that the
data deviated from normality, leading to the
application of Smart PLS. This decision was made
because certain values for skewness and kurtosis
surpassed the recommended thresholds for using
Smart PLS (Ramayah et al., 2018). Kock (2015)
suggested that common method variance (CMV)
should be evaluated, which was also done in this
study. To evaluate potential common method bias
in Smart PLS, the researchers employed the
Collinearity VIF (Variance Inflation Factor) along
with the regular VIF assessment. Following the
guidance of Kock (2015), it was determined that
the assumptions related to common method bias
were not breached in this study. (See Table 2).

Measurement Model Assessment

To assess the reliability and validity of the
measurement model, several key statistical
measures were computed and analyzed. These

included Cronbach's alpha, composite reliability
(CR), average variance extracted (AVE), and
factor loadings. The constructs' tho_A values were
higher than the recommended value of 0.7,
indicating that they were all reliable. AVE should
be higher than 0.5, and CR should be greater than
0.7 in order to achieve the desired reliability of
the measurement model (Ramayah et al., 2018).
The values obtained, as shown in Figure 2 and
Table 2, indicate that they are higher than the
recommended values. In line with the guidelines
provided by Ramayah et al. (2018), an
examination of the test's discriminant validity was
carried out.

The values achieved for discriminant validity,
as displayed in Table 3, indicate that the obtained
values align with the guidelines outlined by Hair
et al. (2013) Sarstedt and Cheah (2019)
recommended utilizing the heterotrait-monotrait
(HTMT) method to evaluate the discriminant
validity of constructs. According to their guidance,
when the obtained discriminant validity values
approach one, it signifies potential issues within
the model. Ramayah et al. (2018) proposed a
value of not more than.85 as an acceptable range
of values. More liberal threshold values of not
more than.90 (Sarstedt & Cheah, 2019). The
values presented in Table 3 for HTMT ratios
demonstrate that the wvalues lie within the
suggested range of 0.85 to 0.90.

Table 2
Measurement Model
Construct Items Loadings rho A CR AVE VIF
DAl 0.889 0.921 0.941 0.800 2.742
. DA2 0.890
Deep Acting DA3 0.864
DA4 0.785
SAl 0.684 0.884 0.924 0.754 3.184
SA2 0.743
SA3 0.708
Surface Acting SA4 0.788
SAS 0.778
SA6 0.798
SA7 0.686
DGE1 0.789 0.800 0.882 0.713 2.186
Display of Genuine Emotions DGE2 0.847
DGE3 0.894
POS1 0.996 0.915 0.941 0.755 1.589
Perceived Organizational Support POS2 0.833
POS3 0.914
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Construct Items Loadings rho A CR AVE VIF
POS4 0.870
POS5 0.835
POS6 0.850
POS7 0.825
POS8 0.815
LEE1 0.812 0.9 0.923  0.668 2.663
LEE2 0.850
. . LEE3 0.799
Leaders Emotional Exhaustion LFE4 0.784
LEES 0.830
LEE6 0.827
LJS1 0.766 0.845 0.895 0.681 3.102
. . LJS2 0.827
Leaders Job Satisfaction LJs3 0.852
LS4 0.853
Table 3
HTMT Criterion for Assessing Discriminant Validity
Deep Acting DGE LEE LJS POS Surface Acting
Deep Acting
DGE 0.815
LEE 0.715 0.716
LJS 0.613 0.652  0.819
POS 0.103 0.153 0.17 0.16
Surface Acting 0.646 0.67 0.758 0.8 0.201

Note: DGE= Display of Genuine Emotions, LEE=Leaders Emotional Exhaustion, LJS= Leaders Job Satisfaction, POS=
Perceived Organizational Support

Figure 2
Measurement Model
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Structural Model Assessment

As suggested by Ramayah et al. (2018), the
evaluation of the structural model employed a
bootstrap with 5,000 samples, as adopted in this
study. R2, beta, and t values were calculated in
accordance with Cohen's recommendations. A
model with R2 values greater than 0.26 indicates
a good model. R2 values obtained for leaders'
emotional exhaustion and job satisfaction are all
within acceptable ranges: Leaders' Emotional
Exhaustion = 0.768; Leaders' Job Satisfaction
=.646. The structural model presents the path
coefficients of the inner model, as depicted in
Table 4 and Figure 3. According to the findings,
deep acting (B = -0.186, t-value = 2.831, p-value
< 0.05), surface acting (B = -0.708, t-value
14.646, p-value < 0.05), and display of genuine
emotions (B = -0.195, t-value = 2.368, p-value <
0.05) negatively and significantly influences
leaders' emotional exhaustion, supporting
hypothesis 1(a), 1(b) and 1(c). Similarly, deep
acting (B = 0.207, t-value = 2.091, p-value <
0.05), surface acting (B = 0.655, t-value = 13.37,
p-value < 0.05), and display of genuine emotions
(B = 0.145, t-value 2.795, p-value < 0.05)
positively and significantly influence leaders' JS,
giving credence to hypothesis 2(a), 2(b) and 2(c).

This study hypothesized the moderating
effect of POS on the direct relationships of the

study. Following the suggestion of Sarstedt and
Cheah (2019), In the study, PLS product
indicators were employed for conducting the
moderating analysis with a bootstrap of 5,500
samples. To measure the moderating effect, an
interaction construct was incorporated into the
Smart PLS analysis. This was done by multiplying
the moderating variable (i.e., POS) and all
independent variables of the study separately to
create the interaction construct on both
dependent variables. The path coefficients in the
results (in Figure 3 and Table 4) display the
moderating effects, revealing a significant
influence of POS on the relationships involving
DA (B = -0.157, t-value = 2.558, p-value < 0.05)
and display of genuine emotions (B = -0.134, t-
value = 2.517, p-value < 0.05) with leaders' EE.
Thus, Hypotheses 3a and 3c are supported.
Similarly, POS has a significant moderation on the
relationship of SA (B = 0.160, t-value = 2.594, p-
value < 0.05) and display of genuine emotions (B
= 0.134, t-value = 2.382, p-value < 0.05) with
leaders' job satisfaction and thus Hypothesis 4b
and 4c are supported. However, no evidence of
moderation on found on the connection of surface
acting with leaders' EE (B = 0.002, t-value
0.023) and deep acting with leaders' job
satisfaction (P 0.064, t-value 0.870).
Therefore, the findings do not support Hypothesis
3b and 4a.

Table 4
Hypotheses Testing
; ; Path T P CIB CIB o
Relationships Coeff. STDEV Values Values Low High Decision
DA -> LEE -0.186 0.066 2.831 0.005 -0.348 -0.083  Supported
DA-> LJS 0.207 0.081 2.091 0.037 0.174 0.344  Supported
SA-> LEE -0.708  0.049 14.646 0.000 -0.886  -0.439  Supported
SA -> LJS 0.655 0.052 13.37 0.000 0.475 0.759  Supported
DGE -> LEE -0.195  0.067 2.368 0.018 -0.296  -0.012  Supported
DGE -> LJS 0.145 0.078 2.795 0.005 0.051 0.255  Supported
DA*POS EE -> LEE -0.157 0.065 2.558 0.011 -0.223 -0.085  Supported
DA*POS JS -> LIS 0.064 0.068 0.870 0.385 -0.058  0.119 Not-
Supported
SA*POS EE -> LEE 0.002 0.076 0.023 0.981 -0.035  0.289 Not-
Supported
SA*POS JS -> LJS 0.160 0.061 2.594 0.010 0.078 0.290  Supported
DGE*POS EE -> LEE -0.134 0.059 2.517 0.012 -0.149 -0.077  Supported
DGE*POS JS -> LJS 0.134 0.079 2.382 0.018 0.085 0.218  Supported

Note: DA= Deep Acting, SA= Surface Acting, DGE= Display of Genuine Emotions, LEE=Leaders Emotional Exhaustion,
LJS= Leaders Job Satisfaction, POS= Perceived Organizational Support
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Figure 3
Structural Model
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Discussion from the health sector in Ghana was involved. The

The central aim of this study was to explore how
leaders' use of emotional labour tactics, which
encompass SA, DA, and EE, influences their
dedication to the organization and loyalty. This
inquiry also delved into the intermediary role of
POS and its impact on job-related outcomes like
JS and EE. The outcomes revealed that SA
negatively correlated with leaders' dispositions,
specifically in terms of their organizational

commitment and loyalty. Alternatively, DA
demonstrated a prominent and positive
connection with leaders' attitudes. These

outcomes align with earlier research conducted by
Diefendorff et al. (2005), and Ghalandari et al.
(2012). The findings from Lartey et al.'s 2019
study unveiled that the emotional labour strategy
of SA was negatively linked to JS among leaders.
In contrast, DA did not correlate significantly with
either facet of job satisfaction. The moderating
influence of POS displayed a significant
connection between SA and JS. Furthermore, POS
was found to moderate the connection between
DA and organizational commitment, although not
with JS.

In the comprehensive study conducted by

Latery (2019), which combined quantitative and
qualitative approaches, a sample of 342 nurses

quantitative findings indicated that SA and EE
significantly predicted job attitudes. However,
deep acting did not demonstrate a noteworthy
correlation with job attitudes.

The current study's findings partially
corroborate the findings of the study by Peng et
al., 2022 in China showing that POS was
positively associated with the emotional labour
strategy of Nurses, which was in turn linked with
high values.

Implications of the Study

Theoretical Implications

This study supports the previous theoretical
framework. These findings align with existing
literature on emotional labour within the
workplace, contributing to the evolving
understanding of leaders' emotional labour
strategies as an emerging dimension. This study
supports the literature on emotional labour in
leadership by examining how leaders' emotional
labour impacts leadership effectiveness. This
study makes a notable contribution to the
leadership literature by delving into the
moderating effect of POS in the relationships
between leaders' emotional labour, and job-
related outcomes like EE and JS. The study
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empirically examines the dramaturgical aspect of
POS, shedding light on its role in moderating the
relationships between leaders' emotional labour
and job-related outcomes, specifically JS and EE.

This study also holds substantial importance
in the literature about followers' motivation and
leaders' emotional behaviour. It adds value by
offering a more focused exploration of leaders'
psychological processes to manage their emotions
and feelings while engaging with followers. In
doing so, this study enhances our understanding
and clarifies previous research on leaders'
emotions. Researchers examined the relationship
of emotional labour with employees' engagement,
so it will also contribute effectively to followers'
motivation by examining the direct relationship
between leaders' emotional labour and followers'
emotional engagement. Prior studies on
emotional labour focused on the intrapersonal
impact of emotional labour (Wang et al., 2019). It
will also explain the different types of emotional
labour like SA, DA and DGE. The study will
explain the role of different emotional labour
strategies and their influence on perceived
leadership, employees' emotional engagement
and followers' attitudes.

Practical Implication

This study holds notable practical implications
from a managerial standpoint. Leaders can
effectively achieve their desired objectives and
influence their followers by cultivating a positive
mindset and adopting adaptable emotional
regulation strategies.

Additionally, this study emphasizes the
importance  of leaders' obligations in
implementing effective emotional regulation
strategies. It underscores the notion that leaders
can harness emotional labour strategies positively
influence their followers. Organizations can
arrange emotional competencies training to polish
the leaders’ DA skills (Grandey. 2003;
Brotheridge, 2006).

Limitations & Future Directions

findings of the current study require careful
interpretation within the context due to
limitations inherent in the employed research
design. The current study utilized a cross-
sectional, inherently correlational design, making
establishing causal relationships between the
variables under investigation challenging.
Secondly, caution should be exercised when
generalizing the study's outcomes to health
professionals, given that the study focused
exclusively on doctors, representing only a
specific segment of the health sector. Future
research should include various healthcare
professionals such as professors, registrars,
consultants, nurses, and allied health staff to
enhance the diversity of the sample.

Thirdly, the study focused solely on
emotional intelligence as one aspect of emotions,
neglecting other dimensions of emotions
management that could play pivotal roles in
shaping individual behaviours. Lastly, the study
concentrated solely on employees, disregarding
the dynamic leader-follower relationship.

Furthermore, studies should be conducted
across various cultures, countries, and sectors,
incorporating diverse respondents, to understand
better the intricate relationships among emotional
labour strategies, perception of organizational
support, and job-related outcomes.

Conclusion

Like numerous other research endeavours, the

This study investigated how leaders' emotional
labour strategies, including SA, DA, and DGE
impact their attitudes towards JS and EE. The
findings indicated that doctors' emotional labour
strategies significantly influence shaping their JS.
The healthcare sector is regarded as a noble
profession, carrying profound emotional
connections. Nevertheless, in the present
scenario, some educators in the public health
sector prioritize personal gains over the core
values of this profession. Consequently, various
emotional strategies and approaches are
employed within the teaching realm.
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