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Abstract: This study utilised the interpersonal emotion regulation 
questionnaire (IERQ) to examine the work environment by determining the 
interpersonal emotion regulation (IER) of employee’s differences based upon 
employee and supervisor roles. A quantitative study design, utilising social 
medians was employed to sample 122 managers and non-mangers (n = 122). 
Testing analysis utilised ordinal regression and ANOVA analyses. The 
soothing subscale of IERQ was the only significant difference. The 
implications of the findings conceivably relate to the trainings of employees. 
The study points to the need for longitudinal studies of interpersonal emotion 
regulation in the workplace. This study has important implications for the 
business sector, as there is a lack of literature discerning the importance of the 
supervisory role with regard to the need for individuals in supervisory roles to 
regulate their own emotions as well as those of their subordinates. The IERQ 
has been utilised clinically to study patients. The study is the first, however, 
that the author is aware of, to utilise the IERQ to test organisational employees’ 
intrinsic and extrinsic interpersonal emotional regulation. 
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1 Introduction 

Corporate environments are natural social constructs where employees connect their 
emotions to work performance during social interactions (Antoniou et al., 2009; Barsade 
and O’Neill, 2016; Cherness and Goleman, 1998; Conway, 2011). A key goal of 
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corporate environments is to optimise employee performance. Cohen and Wills’ (1985) 
social support theory indicates that there is a positive effect when support is given to 
employees in the workplace. Emotion regulation among employees occurs in the 
workplace, and emotion regulation can be useful for the organisation when there is an 
effective management of those emotions (Grandey, 2000). Emotion management is the 
deliberate and active modulation of emotions to maintain a specific emotional state 
(Gross, 2002; Koole, 2009; Mayer et al., 2008; Reeck et al., 2016). Specifically, 
interpersonal emotion regulation (IER) is an intrapersonal and interpersonal strategy used 
in the modulation of emotions of the self, or through the solicitation of others, to help 
maintain or change a specific emotional state (Hofmann, 2014; Reeck et al., 2016; Zaki 
and Williams, 2013). IER occurs through behaviours of social interaction (Côté, 2014; 
Niven et al., 2015; Reeck et al., 2016; Zaki and Williams, 2013). IER has two distinct 
levels: 

1 intrinsic emotion regulation the solicitation of others to help with modulating of 
one’s own emotions 

2 extrinsic emotion regulation the deliberate attempts to manage the emotions of others 
(Hofmann et al., 2016; Niven et al., 2009, 2011; Zaki and Williams, 2013). 

Intrapersonal emotion regulation also can occur through behaviours of social interaction 
(Kappas, 2013; Zaki and Williams, 2013). Intrapersonal emotion regulation, as a strategy, 
is when a person intentionally solicits another person to assist them with regulating their 
emotions. The individual’s need for social interaction with the intent to regulate one’s 
own emotion is driven by the person’s goal to modulate their emotional experiences 
through decreasing or increasing emotional experiences, using another person to assist 
them as a way to help them in maintaining or changing their emotional state (Reeck et al., 
2016; Zaki and Williams, 2013). According to Hofmann et al. (2016) and Zaki and 
Williams (2013), emotion regulation through social interaction can also be unintentional. 
Unintentional management of one’s own emotional experiences through the support of 
others occurs in social interactions when an individual helps a person with emotion 
regulation of their feelings and experiences. Even if a person does not solicit or 
knowingly seek to regulate their feelings through social interactions, regulation still 
occurs. The approaches to emotion regulation, whether interpersonal or intrapersonal,  
if utilised in social interactions, will likely will be a reappraisal of the emotional 
experiences for determination of meaning and to obtain a regulated emotional state (Zaki 
and Williams, 2013; Webb et al., 2012). 

Researchers have found that intrapersonal emotion regulation of self at work can lead 
to better-quality communication, physiological and psychological well-being and positive 
work performance (Grandey et al., 2013; Lawrence et al., 2011; Webb et al., 2012). 
Depending upon the selected emotion regulatory strategy, intrapersonal or interpersonal 
has been linked to higher quality and satisfaction in customer services (Côté et al., 
2010a), positive relationships with colleagues (Niven et al., 2012), empathy from leaders 
with positive perceptions of intent (Kellett et al., 2006), and behaviours by leaders that 
show concern for others that benefits the person who receives the emotional assistance 
with achieving their goals (Niven et al., 2013). Studies have reported that employees who 
regulate their own emotions while regulating others’ emotions also can maintain a high 
quality of work performance (Caspi, 2000; Chughtai and Buckley, 2008; Kahn, 1990; 
Little et al., 2016). Niven et al.’s (2015) description of IER is “the deliberate influence by 
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one person to assist with the management of another person’s feelings and experiences” 
(p.1452). IER from this perspective is the active shaping of the emotions of others. 
Literature is emerging regarding IER, but is limited (Côté et al., 2010a; Gable and Ries, 
2010; Main et al., 2017; Netzer et al., 2015; Reeck et al., 2016; William et al., 2018). 
There are, to date, no work-related models for IER (Troth et al., 2017). The author of this 
study is not aware of any IER work-related models at the time of this article completion. 

1.1 Work-related emotion regulation processes 

Work-related emotion regulation has been conceptualised as relying on three models 
primarily for work settings (Troth et al., 2017). These three work models are: 

1 the emotion regulation process model (Gross and John, 2003) 

2 emotional labour (Grandey et al., 2013; Lawrence et al., 2011) 

3 emotional intelligence (Mayer and Salovey, 1997). 

Côté (2005) developed a social interaction model that has been used as a framework  
for examining interpersonal emotion management between individuals in the work 
environment. Côté’s (2005) social interaction model is not as notable and studied as the 
work-related models previously described. 

Emotion intelligence is the capacity of awareness of one’s own and others’ emotions 
with the ability to control both self and others’ emotions (Mayer and Salovey, 1997). 
Emotional intelligence has been notably described and studied from a four-branch model. 
The branches are: 

1 the ability to perceive emotion expression 

2 the ability to facilitate the use of emotion 

3 the ability to understand emotion 

4 the ability to control emotion in self and others (Mayer and Salovey, 1997). 

Emotional intelligence has a positive link to business outcomes (Joseph et al., 2015; 
O’Boyle et al., 2010). Emotional intelligence, whether studied from the emotional 
intelligence abilities model (Mayer and Salovey, 1997) or from a mixed method of 
emotional intelligence model (Boyatzis et al., 2000; Goleman, 1998), has been identified 
as a factor for success in organisational outcomes (Joseph et al., 2015; Wong and Law, 
2002). And, according to Joseph et al. (2015) and Wong and Law (2002), emotional 
intelligence is a useful predictive measure for determining employees’ success. 
Emotional intelligence is also used to better understand employees’ job performance and 
leader effectiveness (Côté, 2014; Humphrey et al., 2016). Emotion regulation ability 
within the emotional intelligence framework, a specific branch of emotional intelligence, 
has been proven to have specific business benefit (Côté, 2014; Grandey, 2000; Humphrey 
et al., 2016; Menges and Kilduff, 2015; Peña-Sarrionandia et al., 2015; Wong and Law, 
2002). The emotion regulation ability branch has been linked to positive outcomes 
associated with its usage (Peña-Sarrionandia et al., 2015), business benefit (Côté, 2014; 
Grandey, 2000; Humphrey et al., 2016; Menges and Kilduff, 2015; Peña-Sarrionandia  
et al., 2015; Wong and Law, 2002), and better relationship associations (Kafetsios et al., 
2011; Peña-Sarrionandia et al., 2015). 
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Emotional intelligence is an inseparable positive link to work-related emotion 
regulation (Côté, 2014; Grandey et al., 2007; Gross, 2002; Peña-Sarrionandia et al., 2015; 
Thiel et al., 2015; Troth et al., 2017). Specifically, work-related emotion regulation is a 
different construct than emotional intelligence or emotion regulation ability. Emotional 
intelligence and emotion regulation ability only describes an intrapersonal skills approach 
for managing emotions. Emotional intelligence, emotion regulation ability, regulates self 
by having a sense of self-awareness and recognising the emotion of both self and others. 
It is through the recognition that the regulator has regarding another’s emotional needs. 
The regulators are able to control self-emotions as well as other’s emotions in the 
emotional management process because of their reactions to the emotional needs of the 
other person (Mayer and Salovey, 1997; Wong and Law, 2002). From this operational 
working, meanings have been presented in emotional intelligence models for which there 
have been studies supporting this branch of emotional intelligence (Bar-on, 2006; Mayer 
and Salovey, 1997; Mayer et al., 2008; Wong and Law, 2002). Emotional intelligence, 
emotion regulation ability, is not described as an intrapersonal skill useful as a strategy 
for managing one’s own emotions for benefiting the self, rather it has been described and 
studied for the explicit purpose of benefiting another. Emotional intelligence is much 
more about awareness and acting on that awareness to benefit the person being regulated, 
rather than the person regulating another’s emotion. 

Emotional labour, as a work-related model, has been used and is popular for its value 
for regulating customers’ emotion to drive business results (Hochschild, 1983; Grandey, 
2000). Emotional labour as a construct has been studied primarily from the aspect of 
employees upholding organisational rules of emotional displayed behaviours that align 
with an organisation’s rules and procedures for managing customer interactions (Bolton, 
2005; Grandey, 2000; Grandey et al., 2013). Emotional labour is an interpersonal process 
for engaging and managing the emotions of others. There are two identified strategies for 
regulating emotions under this model. According to Grandey (2000), these two primary 
strategies are ‘surface acting’ and ‘deep acting’. Surface acting is the adjustment of 
feelings and expressions to conform to rules or organisational desires. Feelings may be 
inconsistent with genuine feelings; emotional dissonance (Hochschild, 1983; Grandey, 
2000; Zapf, 2002) is when there are emotions displayed that do not match a person’s true 
feelings. The second strategy is deep acting genuine expression of feelings and emotions. 
These two strategies, surface acting and deep acting, have primarily been utilised in the 
context of employees regulating customers’ emotions. To regulate the customers’ 
emotions the customers’ are initiated and driven through intrinsic motivation that is a 
response-dependent process based upon the clue’s the employee receives from their 
customers through their work interactions. The employees react to the customers’ 
behaviours. Emotional labour regulation, as a construct, is an interpersonal-focused 
strategy for emotion regulation of another’s emotions. Emotional labour regulation is not 
an intrapersonal strategy that focuses on managing self-emotion for the self-health and 
self-well-being or the solicitation of others to assist with the management of personal 
emotion. Emotional labour regulation is used for organisational purposes to maintain 
rules, guidelines, policies, structures and organisational desires (Hochschild, 1983; 
Bolton, 2005; Grandey, 2000; Grandey et al., 2013). 
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Emotion regulation, as described by Gross (1998, 2002) and Gross et al. (2006) as 
emotion regulation process model, has similar business benefits similar to those of 
emotional intelligence (Gross, 2002; Kobylinska and Kusev, 2019; Torrence and 
Connelly, 2019). Gross’ (1998, 2002) and Gross et al. 2006) emotion regulation process 
model describes a distinct construct for emotion regulation. Emotion regulation is the 
intrapersonal and interpersonal regulation self-awareness and management for one’s own 
emotions through situation behaviours and solicitation of others (Gross, 1998, 2002). 
Emotion regulation utilises multiple strategies for management of emotions. These 
strategies distinguish emotion regulation as a construct from emotional intelligence or 
emotion regulation ability. The process of emotion regulation refers to the process by 
which individuals influence the kind of emotions they have, when they have these 
emotions, and how they express these emotions (Gross, 2002). A widely used and 
adopted emotion regulation model in the workplace is Gross’ (1998) emotion regulation 
process model (Gross and John, 2003), a highly studied emotion regulation model 
(Braunstein et al., 2017; Jarrell and Lajoie, 2017; Troth et al., 2017). The emotion 
regulation process model is a framework that can be utilised for understanding emotion 
regulation and how coping occurs in situations. Emotion regulation has sequential 
systems responses and associated regulation strategies. Further, Gross’ (1998) process 
model of emotion regulation mentions the solicitation of support for emotional 
management as a strategy, but does not provide further information (Zaki and Williams, 
2013). Of the three work-related emotion regulation models, the emotion regulation 
process model is the only one that identifies interpersonal and intrapersonal emotion 
regulation as strategies for emotion regulation. The purpose of emotion regulation 
focuses on also managing self-emotion for the self-health and self-well-being that can be 
gained through reaction to certain situations, or by the solicitation of others, to assist with 
the management of personal emotions. The approach to emotion regulation of the Gross 
model is a bi-directional approach (see Troth et al., 2017), wherein emotional intelligence 
and emotion labour are not. In those models, the process of emotion regulation is not a 
benefit to the regulator as far as managing their own emotions. 

1.2 Supervisor and employee utilisation of emotion regulation 

There is a lack of literature and empirical study regarding the conceptualisation and 
operationalisation of emotion regulation in personal interaction at work among 
employees, and particularly, among employees and organisational leaders (Devdutt and 
Mehrotra, 2018; Diefendorff et al., 2008; Glasø and Einarson, 2008; Grandey, 2000; 
Lawrence et al., 2011; Leighton, 2012; Troth et al., 2017). The present study focuses on 
IER as utilised by supervisors and employees. 

Cohen and Wills’ (1985) social support theory suggests that supervisor support has a 
positive effect on an employee’s adjustment at work. In the literature, supervisors and 
leaders are viewed as interchangeable. Therefore, the following supervisor, leader and 
manager, terms will be utilised interchangeably throughout this article. These are 
organisational agents who are responsible for the daily management, evaluation, and 
monitoring, of people in the work environment. Supervisors are tasked with moderating 
employees’ reactions to demanding situations (Haver et al., 2013; Thiel et al., 2012) and  
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are able to give employees needed support (Tucker and Jimmieson, 2017). Leaders are 
positioned to interpersonally manage emotions (George, 2000; Humphrey, 2002), 
monitor individual experiences, regulate negative emotions (Thiel et al., 2015), and 
inspire followers to build interpersonal relationships (Little et al., 2016). Employees 
ideally regulate their own emotions in the work environment, with the help of other 
employees (Biggio and Cortese, 2012; Diefendorff et al., 2008) and with the help of 
supervisors (Haver et al., 2013). Employees, who are empowered in their communication, 
their feelings about what they believe the leader feels about them, and by the recognition 
they receive from their leadership, are more willing to engage in IER with their 
supervisor (Dasborough, 2006). Work environments of all types require some type of 
interaction with others that could be emotionally demanding on employees and those 
responsible for employees, e.g., supervisors or managers. The emotional demands can 
include dealing with customer problems, experiencing abusive behaviours, assisting 
colleagues with stresses in work environments, and other situations. As employees 
regulate emotional control, whether they are in leadership roles or not, their ability to 
regulate their emotions or not, influences organisations and can influence organisational 
performance (Grandey et al., 2007; Gooty et al., 2010; Menges and Kilduff, 2015). 
Distinguishing differences in strategies for regulation among organisation employees for 
interpersonal/intrinsic emotion (a process of recruiting the help of another to regulate 
one’s own emotions) can position organisations to shape more effective environments 
(Little al. 2016); one in which leaders can manage subordinates’ emotions for them to 
assist them in remaining productive. There is no doubt that employees’ emotion 
regulation is critical due to its impact on the individual, as well as the individual’s ability 
to utilise emotion regulation effectively to support and benefit subordinates (Côté et al., 
2010b; Côté, 2014; Gooty et al., 2010; Humphrey et al., 2016; Humphrey 2002; George, 
2000; Little et al., 2016). 

Individuals in leadership roles must comply with organisationally desired rules and 
complex demands, as they are also responsible for communicating job assignments and 
tasks to subordinates. Supervisors of organisation are agents of their organisation with 
responsibility for guiding others toward optimum performance, thus they need to have 
good regulation of their own emotions and the regulation of others’ emotions. This is 
required of those in leadership roles versus those who are not in a leadership position; a 
distinction that has not been thoroughly studied and is therefore lacking in the literature 
(Diefendorff et al., 2008; Humphrey et al., 2016; Troth et al., 2017; Niven et al., 2013). 
Leaders set the tone for organisations and are expected to have good interpersonal skills, 
which has been identified as a critical competency and a necessary leadership skill for 
future employees and for corporate environments (Côté et al., 2010b; Humphrey, 2002; 
Humphrey et al., 2016; George, 2000; Pescosolido, 2002; Thiel et al., 2012). 

According to Diefendorff et al. (2008), who studied leader-followers, employees, and 
managers, apply different strategies to managing emotions. Ideally, managers should be 
capable of recognising and sharing experiences related to work through the interpersonal 
regulation of emotion that will bring subordinates into alignment with work performance 
(Humphrey et al., 2016; Humphrey, 2002; Frisk and Friesen, 2012; George, 2000; Graen 
and Uhl Bien, 1995; Thiel et al., 2015). There has been a lack of attention placed on IER 
processes and leader-facilitated emotion management (Little et al., 2016; Thiel et al., 
2015; Hofmann et al., 2016; Troth et al., 2017) and a lack of study that explains the 
conceptualisation and operationalisation of emotion regulation at work wherein the leader 
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influences employees’ emotions (Devdutt and Mehrotra, 2018; Diefendorff et al., 2008; 
Leighton, 2012; Troth et al., 2017). 

This study focuses on leader and follower’s interactions through the exchange 
relationship. This type of relationship is described as high quality (Grandey et al., 2013; 
Lawrence et al., 2011) between leaders and followers/subordinates (Little et al., 2016; 
Thiel et al., 2015). There is an examination of whether there are discernable differences 
with the use of emotion regulation between those that are in supportive positions and 
organisational supervisory roles and those that are not, specifically identifying, through 
interpersonal regulation emotion questionnaire (IERQ), whether there are differences 
among the groups in terms of skills to emotion regulation. 

2 Study aim 

This study aims to determine whether there are differences among employees and 
supervisor’s IER while at work, and to identify whether it is possible to determined 
predictive factors based upon job role, age, gender and tenure, using the IERQ. 

2.1 Research question and hypotheses 

Research question Is there a relationship difference in IER between leaders (managers) 
and non-leaders (non-managers)? 

Hypothesis 1 (H1) Interpersonal emotional regulation will distinguish managers from 
non-managers, while controlling for age, gender and tenure, will be 
a predictor factor. 

Hypothesis 2 (H2) Managers will have significantly higher interpersonal emotion 
regulation questionnaire (IERQ) scores than non-managers. 

Hypothesis 3 (H3) Managers will not have significantly higher IERQ scores than  
non-managers. 

This study did not use the work model for emotional intelligence (Mayer and Salovey, 
1997), as this work-related model is limited and not useful for this study because it  
lacks an intrapersonal strategy and relies on self-awareness and the self for emotion 
management. This work model does not fit with an intrapersonal and interpersonal 
regulation emotion management of self and others. This study is not an examination of 
emotional labour (Grandey et al., 2013). The emotional labour work-related model is for 
employees’ regulation of their emotions and another’s emotions to uphold organisational 
rules or to provide emotional displays for maintaining customers satisfaction. The 
emotional labour model for work relies on response strategies that support customer and 
organisational needs (Bolton, 2005; Grandey, 2000; Grandey et al., 2007, 2013); 
emotional labour regulation is not an intrapersonal strategy that focuses on managing 
self-emotion. 
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This study examines the research question by comparing the differences in 
interpersonal and intrapersonal emotion regulation behaviours of groups of supervisors 
and employees. In the literature review, there appears to be implied differences between 
the responsibilities of emotion regulation while at work. Supervisors are expected to be 
able to emotionally regulate their own emotions and the emotions of their employees 
(Little et al., 2016; Thiel et al., 2015). Organisational supervisors, by role, interact with 
colleagues and employees, and are expected and required to have high-quality 
relationships with subordinates (Grandey et al., 2013; Little et al., 2016). 

Employees and followers expect leaders to intervene and help when they have 
negative emotions (Ashkanasy, 2003; Humphrey, 2008; Pescosolido, 2002; Toegel et al., 
2013). Employees are only expected to regulate their emotion to align with rules, 
policies, procedures, and politeness, when engaging with the customer (Grandey et al., 
2013; Lawrence et al., 2011). 

There are studies measuring emotion regulation differences among cultural (Bonanno 
and Burton, 2013: Liddell and Williams, 2019), age (Liddell and Williams, 2019; 
Monteiro et al., 2014; Masumoto et al., 2016) and gender (Monteiro et al., 2014; 
Masumoto et al., 2016). However, there are no studies that the author is aware of that 
examines the interpersonal and intrapersonal emotion regulation differences among 
organisational personnel. The majority of studies have focused on theoretical and 
empirical studies from an intrapersonal perspective (McRae, 2016). Gross’ (1998) 
process model of emotion regulation has been utilised primarily as the work-related 
model for studies focusing on work-related emotion regulation. This study uses Gross’ 
(1998, 2002) emotion regulation process as its work-related model as the process model 
supports the ideas there are multiple strategies for managing emotions, particularly, 
interpersonal and intrapersonal emotion regulation, as it is believed that these strategies 
are utilised at work by all employees in varying degree. Gross (1998) identifies the 
strategy of utilising solicitation as an interpersonal strategy for managing self and others’ 
emotions in a bi-directional way (see Gross, 1998). Gross’ (1998) emotion regulation 
process model has been a model for examining the social interaction processes in work 
environments (Little et al., 2016; Niven et al., 2009). Therefore, it is believed that this 
study approach fits with this model idea that utilising multiple strategies could be 
effective in managing emotions. 

At an aggregate level, this study examined both responses, interpersonal and 
intrapersonal emotion regulation utilising the IERQ to determine differences. The IERQ 
has been validated and has excellent psychometric characteristics supporting the scale 
and subscale usage as a dual strategy measure (Hofmann et al., 2016). To the author’s 
knowledge, there are no other studies that have utilised the IERQ to measure emotion 
regulation behaviours of workers. Appelhans and Lueken (2006) indicated emotion 
regulation can be measured through self-report by asking participants how they feel, and 
using evidence to support responses as observed from heart rates as a physiological 
indicator. 

There is a lack knowledge regarding the differences among the general population 
with their degrees of emotion regulation usage. Masumoto et al. (2016) completed a 
study investigating the effects of age, gender, differences in mood, and mental  
health-mediated emotion regulation among participants. The study utilised a structural  
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equation model analysis, and study findings found gender differences in aging effects on 
emotion regulation. More importantly, the study indicates that the possibility exists to 
determine differences among group emotion regulation utilisation. The study used 
distinct groups within a population, whereby delineating and demarcating variables 
where measurable. Masumoto et al. (2016) study is relatable to the present study. The 
variables identified for this study are supported by a literature review that indicated there 
might be differences among individuals’ usages of emotion regulation between 
supervisors and employee’s delineation of two groups. Gross’ model was selected due to 
its wide acceptance and because of the emotion generative value the model provides 
regarding the emotion regulation responses – demarcation. 

A study by Monteiro et al. (2014) focused on the influences of multiple variables, 
such as gender, age, and the emotion of coping among students – delineation. Their study 
findings identified generative differences among study participants. Monteiro et al. 
(2014) focused on the management of stress by university students and factors, such as 
gender, age and emotion regulation. This study of college students utilised the utilised the 
emotion regulation scale emotion regulation scale (DERS) that employs 36 items to 
assess six dimensions of difficulties related to regulation of emotion (Gratz and Roemer, 
2004), a self-reported measure to determine emotion regulation differences. This study 
relied on these previous studies for the development of the research question and study 
hypotheses. 

3 Method 

3.1 Procedure 

The questionnaire administered via SurveyMonkey® included the areas: informed 
consent, demographic information, organisational information, and the IERQ, along with 
instructions at the beginning of the measure to make it clear to participants to read and 
react to each question. An e-mail was sent via professional associations, such as 
LinkedIn, Facebook, and random e-mail addresses to a sample in the USA. A letter of 
invitation was sent to participants describing the intent of the study and eligibility 
requirements for voluntary participation. Participants for this study had to be employed at 
a public, private, or governmental organisation, in the United States to be eligible. To 
participate in this study, individuals had to identify status as a manager or non-manager. 
No incentive or offer was made to participants for participation. Participation was 
voluntary and anonymous. Participants were provided only that aggregate information 
would be utilised in the study. 

3.2 Measure 

The IERQ is a self-report scale consisting of four factors: 

1 enhancing positive affect 

2 perspective taking 

3 soothing 

4 social modelling. 
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The question shows excellent psychometric value with a high Cronbach alpha for a 
subscale between 0.89 and 0.94. The scale is made up of 20 items with four factors 
containing five items each, measured on a Likert scale: 1 = not true for me at all to  
5 = extremely true for me. The four factors are: 

a Enhancing positive affect – A tendency for others to increase feelings of happiness 
and joy. 

b Perspective taking – The use of others to be reminded that others have it worse. 

c Soothing – Seeking out others for comfort and sympathy. 

d Social modelling – Looking to others to see how they cope with a given situation 
(Hofmann et al., 2016). 

The IERQ, by design, measures ways in which a person uses others to regulate their own 
emotions. The instrument is meant to examine intrinsic and extrinsic interpersonal 
regulation (the process by which a person regulates others’ emotions) of emotion usage. 
The IERQ scale combines strategies, because responses do not rely on a particular 
response by another person in interactions to regulate emotions. The IERQ has 
correlations with IER measures, emotional intelligence, and depression/anxiety, which 
make it a unique contribution to the field of emotion regulation. 
Table 1 Descriptive statistics 

Participants 
Male 88 Female 34 

Total sum 
Ethnicity Role Employment length Age range 

American Indian 1 Manager 88 1–2 yrs. 15 18–20 yrs. 0 
Black or African 
American 

29 Non-manager 34 2–4 yrs. 12 21–29 yrs. 1 

Caucasian  
(non-Hispanic) 

74   3–6 yrs. 6 30–39 yrs. 10 

Hispanic 3   6–8 yrs. 3 40–49 yrs. 42 
Other categories 15   8–10 yrs. 84 50–59 yrs. 42 
      60–plus yrs. 25 
No response 0    2  2 
Total 122  122  122  122 

3.3 Participants 

For this study, a total of 122 individuals participated; 88 were male and 34 were female; 
Table 1 provides descriptive statistics of the participants. Eighty-eight participants, 
(72%), identified as supervisors, and 34 participants, (30%), identified as not having 
supervisory or with managerial responsibility. The survey was developed to cover ages 
ranging from 18 to 60 or older. However, no participant was younger than age 18–20, 
with 60% identifying as Caucasian. For this study, all participants were required to be 
employed in the USA. Of the sample, 40% of participants were from the western region 
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of the USA, 30% were from the southeast region, 26% were from the mid-west, and all 
other regions were represented. Participants reported tenures of one to ten years, with 
68% of the sample reporting between 8 and 10-years’ experience. Of the participant 
sample who reported, 33% had at least a bachelor’s degree, 43% had a master’s level 
education, none of the participants reported having less than a high school education and 
remaining where non-responsive to this question. Participants identified a broad range of 
occupations as their employment. Of the sample, 6% of participants were in management 
relating to business, and/or financial operations, less than 3%, were in computer, 
mathematical production occupations, 6% identified as healthcare practitioners, office, 
and/or administrative workers, 9% worked in education, training, and/or protective 
services, 22% worked in community and social services, 21% were employed in legal 
occupations, 26% reported their occupation as other, and 7% were non-responsive. 

The 20-item IERQ measures four factors (Hofmann et al., 2016), which were tested in 
this study and the results were: enhancing positive affect (x = .94), perspective taking  
(x = .94), soothing (x = .94) and social modelling (x = .94) [see Hofmann et al. (2016) 
factory analysis]. 

4 Results 

The goal of this study was to determine differences among managers’ and non-managers’ 
IER while at work, and if differences exist, to determine whether age, gender, and tenure, 
are factors in the utilisation of IER. An ordinal regression was used to predict differences 
between degrees of responses in participants’ utilisation of IERQ. The IERQ has  
five items on a Likert scale, 1 = not true for me at all, 2 = a little bit, 3 = moderately,  
4 = quite a bit and 5 = extremely true for me. Therefore, the data results would be ordinal 
data, and the regression measures the distance between the points. Through a logistic 
regression, shown in Tables 2 through 5, no significant findings were found among the 
IER subscale scores of managers and non-managers. A separately conducted ANOVA 
analysis, shown in Table 6, supports rejecting the study hypotheses: enhancing positive 
affective [F(1, 101) = 2.59, p = 0.110], perspective taking [F(1, 106) = 0.40, p = 0.527], 
social modelling [F(1, 102) = 2.02, p = 0.158], for a total scale score of [F(1, 98) = 3.50, 
p = 0.064]. There was a significant finding for the subscale score soothing [F(1, 103)  
= 5.50, p = 0.021 when performing an ordinal regression model fit test p = 0.000, 
goodness of fit p ≥ 0.05 and Nagelkerke at 0.962. 

In the ordinal regression conducted, parameter estimates for IERQ and subscale 
scores were not significantly different with p ≥ 0.05. Therefore, study Hypotheses 1, 2 
and 3 are rejected. There is not a significant difference in IER between leaders 
(managers) and non-leaders (non-managers). Imputed data was used for non-responses on 
IERQ in this study. Regarding the multiple imputation regression model, Monte Carlo 
technique, according to Schafer (1997), this technique allows for a completed dataset 
analysis using standard methods. This is when results are combined to produce estimates 
and confidence intervals incorporating missing-data uncertainty through observing for 
patterns of existing data to create a full dataset. 
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Table 2 Enhancing positive affect 
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Table 3 Perspective taking 
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Table 4 Soothing 
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Table 5 Social modelling 
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Table 6 ANOVA 

Between and within groups ANOVA 
Interpersonal regulation emotion questionnaire (IREQ) 

 Sum of squares df Mean square F Sig. 
Enhancing 
positive 
affect 

Between groups 46.874 1 46.874 2.594 .110 
Within groups 1,824.873 101 18.068   

Total 1,871.748 102    
Perspective 
taking 

Between groups 5.495 1 5.495 .402 .527 
Within groups 1,448.356 106 13.664   

Total 1,453.852 107    
Soothing Between groups 91.871 1 91.871 5.496 .021 

Within groups 1,721.691 103 16.715   
Total 1,813.562 104    

Social 
modelling 

Between groups 34.232 1 34.232 2.022 .158 
Within groups 1,726.653 102 16.928   

Total 1,760.885 103    
IRERQ Between groups 639.456 1 639.456 3.496 .064 

Within groups 17,923.454 98 182.892   
Total 18,562.910 99    

Note: The following denotes the five subscales of the IERQ enhancing positive affect, 
perspective taking, soothing and social modelling. 

5 Discussion 

The literature points to the importance of leaders’ ability use IER as strategy in the work 
environment (Ashkanasy and Humphrey, 2011; George, 2000; Humphrey, 2002, 2008; 
Humphrey et al., 2016; Lopes et al., 2006; Pescosolido, 2002; Troth et al., 2017), 
whereby researchers have identified IER ability as a critical competency of leaders (Côté 
et al., 2010a, 2010b; Humphrey, 2002; Humphrey et al., 2016; George, 2000; 
Pescosolido, 2002; Thiel et al., 2012). The literature also points to the value of emotion 
regulation in the work environment as discussed in the Introduction section of this study. 
This study examined IER using the IERQ measure focusing on individual regulation in a 
two-way exchange of emotions rather than regulating emotions through customer 
interaction, utilising an emotional labour approach, or through a branch of emotional 
intelligence. This study failed to confirm the research hypotheses. There was no 
discernable emotion regulation differences observed among supervisors and employees 
as measured using IERQ. Studies have confirmed emotion regulation differences among 
groups and among variables, and that using self-reported measures can provide 
observable distinctions (Appelhans and Lueken, 2006; Monteiro et al., 2014). The lack of 
group differences, negated the need to perform additional variable analysis (Brown et al., 
2017). 

The literature, as indicated previously, points to an important skill for supervisors to 
have, which is the ability to employ IER. Therefore, it would be logical and reasonable to 
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expect a difference from individuals relying on emotion regulation as a requirement for 
job performance versus those who do not need this in their job performance. The study 
did not indicate a difference in the overall scale and four subscales, except for the 
subscale ‘soothing’. Supervisors indicated a higher positive use of this skill than 
employees. According to Hofmann et al. (2016), this subscale of psychometric 
characteristics is related to seeking out others for comfort and sympathy. The measure of 
IER at the intrinsic and extrinsic process levels is a new phenomenon (Hofmann et al., 
2016), and the measuring at the work level is a newer phenomenon (Little et al., 2016; Li 
and Liang, 2015; Thiel et al., 2015; Troth et al., 2017). There is a lack of study in the area 
of the differences pointing to knowledge about whether an organisation has an influence 
over skills and techniques used, or if these behaviours are individually driven regarding 
IER use (Li and Liang, 2015; Troth et al., 2017). This study points to a need for a better 
understanding of the effects of work-related IER. 

6 Overview of the study 

This study used a convenience sample and utilised social networks and e-mail addresses 
to contact willing participants. It is, therefore, inappropriate to generalise conclusions into 
the population, as the study subjects were not randomly selected. This study utilised a 
self-reported measure as the primary method of gathering information. However,  
self-reported biases were remedied in accordance with the recommendations of Podsakoff 
et al. (2003) for controlling method biases; [in that] study, participants were not aware of 
one another. The sample size for this present study was 122 participants; a quarter of 
participants were non-managers and three-fourths were supervisors, managers and/or in 
more senior positions. The author made a theoretical argument in the development of the 
hypothesised direction based on a previous research, which was limited and based on 
SEM methodology. 

Finally, this is the first study to utilise the IERQ for non-clinical purposes and it is 
also a self-reported measure. The author utilised a validated measure, the IERQ, as 
developed by the original developers (Hofmann et al., 2016), and did not modify the 
instrument or instrument instructions. For which, in accordance with recommendations of 
Podskoff et al. (2003), prevents research biases. Despite the limitation of the IERQ 
having not been utilised outside of the clinical environment, the author feels confident 
about the IERQ measure having promise due, in part, to its high reliability [see Hofmann 
et al. (2016) factory analysis], and additionally for its social service research 0.60 
coefficient (Cronbach, 1990). Further, Gross et al. (2006) indicated that in studying 
emotion regulation, multiple methods are necessary to achieving a better understanding 
of emotion regulation strategies. 

7 Study implications 

The study findings hold important implications for practice, and future training of 
individuals to regulate emotions, and therefore, should be replicated. It can be used as a 
starting point to further investigate emotional differences between groups of individuals 
who have been trained in emotion regulation and those who have not. This type of study 
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can point to the efficacy of such training. It is important for individuals and organisations 
to know that individuals’ time allotted to develop these skills and resources, and to 
develop individual leaders, is time well spent. The study begins to advance the literature 
on IER, intrinsic and extrinsic two-way exchanges, and the skill differences, or lack 
thereof, between supervisors and employees. 

Disclaimer 

All procedures performed in this study involving human participants were in accordance 
with the ethical standards of the institutional and/or national research committee and with 
the 1964 Helsinki declaration and its later amendments or comparable ethical standards. 

This research study, performed by the author, does not contain any studies with 
human participants in person, as all contact was via e-mail and questionnaires. 
Participants were at least 18 years or older. Participants had to be currently employed in 
the USA. Participants voluntarily participated and were given the option to discontinue 
participation at any time during the process without penalty or reprisal. Informed consent 
was obtained from all individual participants included in the study. 

This study, performed by the author, does not contain any studies with animals. 
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