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INTRODUCTION 

As we know, teacher is not only a bridge between knowledge and students, but also a keeper of 

caring students’ heart. Teaching is not only to teach accurately but also to show students the 

passion of teaching and interests of the teaching content. A teacher should have four qualities:  

Even in personal life, teacher should also show more positive attitude towards life than any 

others. So for a teacher emotional management ability is a necessity. Teacher is not only 

physical and mental laborer but also high emotional laborer. Therefore, it is very important to 

strengthen the research on teachers’ emotional labor. 

In recent years, emotion in teachers’ work has become a topic of much interest in educational 

research. From a position where emotion was viewed as peripheral to teaching, researchers into 

teacher emotion have reached a consensus that emotion is at the heart of teaching and teachers’ 

lives (Hargreaves, 2001; Isenbarger & Zembylas, 2006). It plays an important role in teacher 

development (Hargreaves, 1998; Yin & Lee, 2011), teacher education (Hayes, 2003; Intrator, 

2006), and the formation and transformation of teachers’ identity or self-understanding 

(Hamachek, 2000; Zembylas, 2003). As a result, the relevance of emotional labor to teachers’ 

work has been internationally recognized. Results of many studies have shown that the ways 

teachers emotionally experience the context of teaching significantly relate to the ways they 

approach their teaching, with positive emotions being associated with a student-focused 

teaching approach and negative emotions with transmission approaches (Trigwell, 2012). 

Here we have attempted to establish mediating role of anxiety between emotional labor and job 

performance. 

 

EMOTIONAL LABOR 

The term emotional labour was first used by Arlie Russell Hochschild (1983). Prior to this, 

Hochschild published a journal article in 1979, a precursor to her book, in which she argued 

that individuals can and often do induce or inhibit their feelings in order to render them 

‘appropriate’ to a particular situation, both in the workplace and at home. In her 1983 book, 

Hochschild expands on these ideas by providing a more detailed thesis relating to the 

performance of deep acting and surface acting in private life (i.e. outside work) as well as 

public life (i.e. at work). The main argument of her book is that people’s management of their 

emotions at work has become a saleable commodity because organisations seek to regulate 

workers’ emotional labour in order to maximise their revenue in capitalist economies. 

 

Hochschild(1983) defines “the management of feeling  to create a publicly observable facial 

and bodily display; emotional labour is sold for a wage and therefore has exchange value.” 
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This definition explicitly delineates that teachers are required to regulate or manage their “felt” 

emotions and display those emotions for commercial purposes. These “displayed” emotions 

have economic value , which can be transferred into wages, salaries, or tips. 

According to Hochschild, jobs involving emotional labour is defines as those that: 

(1) Requires face-to-face or voice-to-voice contact with the public; 

(2) Require the worker to produce an emotional state in another person; 

(3) Allows the employees to exercise a degree of control over their emotional activities. 

Display rules refers to the organizational rules about what kind of emotions to express on the 

job. 

James (1989) defines “emotional labour”, as, “the work involved in dealing with other 

peoples’ feelings, a core component of which is the regulation of emotions’ whose “value lies 

in its contribution to the social reproduction of labour power and the social elations of 

production”.   

Albrecht and Zemke (1985) stated, “the service person must deliberately involve hi or her 

feelings in the situation. He or she may not particularly feel like being cordial and becoming a 

one-minute friend to the next customer who approaches, but that is indeed what interactive 

work entails.” 

To summarise the central theme of all the definitions, it can be stated that emotional labour is 

important because it is a part of any job requiring interpersonal contact and it impacts 

individuals and organizational outcomes. On the positive side, managing emotions consistent 

with display rules may lead to better job performance as well as more effective interpersonal 

interactions and group functioning.  

 

MODELS OF EMOTIONAL LABOUR: 

After the inception of the term by Arlie R. Hochschild in 1983, there have been four main 

school of thoughts or evolution in the emotional labour. They are: 

1) Hochschild, 1983 

2) Ashforth and Humphey, 1992 

3) Morris and Feldman, 1996 

4) Grandey, 2000 

Hochschild’s Model 

Being the inventor of term Emotional Labour in her book named “The Managed hear-

Commercialization of Human Feelings”. She has defined it as the , “the management of feeling 

to create a publicly observable facial and bodily display” for a wage. She pointed out that now 

managing one’s emotion has not remained a personal task rather it has taken the shape of a job 

requirement. How? As there is an increase in job involving interpersonal relationships more is 

there the need for emotionally stable employees at the workplace.  

Borrowing from dramaturgical perspective involving social interaction, Hochschild suggested 

that employee is the actor, the customer is the audience , the workplace erves as the stage upon 

which these interactions takes place. She has given two type of service acting. The first one is 

Surface acting and the other one is Deep acting.    

Surface Acting:  
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It refers to the process of modifying one’s expression, such as putting on a smile despite 

feelings of negativity. For instance, a nurse puts a smile on her face on cleaning the wound of a 

small boy in a Hospital. 

Deep Acting:  

 It refers to the process of actually trying to change one’s feelings, rather than simply 

performance surface appearance act, in order to display the appropriate emotions. For example, 

on seeing a passenger completely consumed by alcohol and demanding for a chocolate and 

thus fulfils her role appropriately. 

Ashforth and Humphrey Model 

They had argued with Hochschild(1982) on managed emotions. They defined that emotional 

labour as the act of displaying appropriate emotions, with the goal to engage in a form of 

impression management for the organization. They have concerned emotional labour as an 

observable behaviour than as a management of feelings. They have given importance to the 

internal management of emotions through surface and deep acting and suggested a broader 

array of factors that affect the emotional expression of employees. They have given an 

additional term that is “genuine acting”. It means the feeling that is actually felt by the 

employees while performing his/her task. For instance, a social worker may truly feel 

sympathetic towards an abusive child, and therefore, does not need to perform surface or deep 

acting.  

The researcher in their work had realized that surface and deep acting are two important acting 

strategies but there are certain situations when they need not perform, than Genuine acting is 

performed. Researchers had also acknowledged emotional labour may lead to emotional 

dissonance and depersonalization or self-alienation if the employee feels discrepancy between 

expected emotions and felt emotions. They have also emphasized the positive effects of 

managing visible displays of emotions on task effectiveness and self expression. 

MORRIS AND FELDMAN MODEL 

They defines emotional labour as the efforts, planning, and control required in displaying the 

organizationally appropriate emotions during interpersonal interactions. The additions they had 

to the above researchers were role efforts. The definition of emotional labour includes the 

organizational expectations of employees in their interactions with customers. The researchers 

had viewed the above two concepts and argued that even when there is no difference between 

actual emotions felt with those expected by the organization than also the employee had to 

ensure felt emotions is expressed in an organizationally desired fashion. For instance, in banks 

the manager wishes good morning as desired by the organization to the client he deals with.  

He proposed model which consists of four dimensions:  

a) Frequency of interaction- the number of times an employee interacts with his customer or 

client. 

b) Attentiveness- consists of the duration and intensity of required emotional displays. 

c) Variety of emotions required- such as politeness, cheerfulness, anger, disgust, etc. 

d) Emotional dissonance – occurs when conflict exits between organizational desired emotions 

and an individual’s felt emotions. 

Grandey’s Model 

He has defined Emotional labour as, “ the process of regulating feelings and expressions of 

emotions in order to achieve organizational goals.” She had agreed with Hochschild; on her 
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view of Emotional labour that is regulation of emotions consist of both surface acting and deep 

acting. 

Grandey(2000) proposed an integrative model of emotional labour from the works of 

Hochschild(1983), Morris and Feldman (1996), and Ashworth and Humphrey(1992). She has 

elaborated the concept of others researcher. Such as characteristics of the job that is frequency, 

duration, varieties, which were part of Morris and Feldman’s model, may serve as appropriate 

antecedents of emotional labour. 

ANXIETY 

Anxiety is defined as “a painful or apprehensive uneasiness of mind usually over an impending 

or anticipated ill” (Merriam-Webster, 2012). Students experiencing academic anxiety feel 

apprehensive over academic tasks. Students can feel anxiety related to every academic task. 

Some may only feel anxiety related to test taking or other specific tasks. Anxiety is not always 

negative. Some students can be motivated by anxiety. 

JOB PERFORMANCE 

The work related activities expected of an employee and how well those activities were 

executed. Many business personnel directors assess the job performance of each employee on 

an annual or quarterly basis in order to help them identify suggested areas for improvement. 

“John P. Campbell describes job performance as an individual-level variable, or something a 

single person does. This differentiates it from more encompassing constructs such as 

organizational performance or national performance, which are higher-level variables.” 

Job performance is one of the most important dependent variables and has been studies for a 

long decade. 

Borman and Motowidlo (1993) identified two types of employee behavior that are necessary 

for organizational effectiveness: 

Task performance. Task performance refers to behaviors that are directly involved in 

producing goods or service, or activities that provide indirect support for the organization’s 

core technical processes (Borman and Motowidlo, 1997; Werner, 2000). These behaviors 

directly relate to the formal organization reward system. 

Contextual performance is defined as individual efforts that are not directly related to their 

main task functions. However, these behaviors are important because they shape the 

organizational, social, and psychological contexts serving as the critical catalyst for task 

activities and processes (Werner, 2000). Therefore, this study will to investigate secondary data 

in order to construct a conceptual framework for implementation of structural equation model 

that affects to employees’ performance. 

 

REVIEW OF LITERATURE 

Hong-biaoYin et.al (2013) in the study titiled “Exploring the relationship among teachers’ 

emotional intelligence, emotional labor strategies and teaching satisfaction”has provided 

empirical evidence concerning the role of emotional intelligence and emotional labor in 

teachers’ work. The SEM analysis on the relationship among teachers’ emotional intelligence, 

emotional labor strategies and their teaching satisfaction shows that emotional intelligence 

significantly influences deep acting, expression of naturally felt emotion and teaching 

satisfaction.As an exploratory effort, this study lays a preliminary foundation for future 



38 

research to systematically investigate the role of emotional intelligence and emotional labor in 

teachers’ work. More studies on teacher emotion are called for. 

Chin EeLoh and Warren Mark (2016)in the study titled “Voices from the ground: The 

emotional labour of English teachers' work” suggest that specificinvestigation into the 

emotional labour experienced by different subject teachers provide opportunities to understand 

how policy and practice and better support teachers in their work and personal lives. Issues 

such as teacher effectiveness, teacher attrition, and staffroom micropolitics cannot be 

understood in isolation from teachers' emotions.Teachers stay or leave in the profession in 

partbecause they are able to construct a professional teacher identitythat aligns with their 

personal identities (Alsup, 2006).Emotional labour is part and parcel of the social practice of 

education, and can be recognized either positively or negatively by school leaders, 

administrators, and policymakers in their efforts to support the professional work of teachers. 

Amir Shani (2013) in the study titled “Emotional labor in the hospitality industry: The 

influence of contextual factors” aimed at providing an understanding regarding external factors 

that influence Emotional Labour strategies, i.e. genuine, deep or surface acting, among 

hospitality industry employees. The findings of the current study provided additional evidence 

that, at least from the perspective of EL, it is preferable for hospitality employees to cater to 

repeat customers. The recurring interaction allows for mutual intimacy, empathy and 

friendliness. 

Yoon-Na Cho (2012) in the study titled  “Emotional labor's impact in a retail environment” 

suggest that The model proposals attempt to explain the emotional labor process of employees. 

While more research is needed to evaluate and validate the model and the findings, the study 

captures crucial aspects that influence employees' emotional well-being. Emotionallabor and 

emotional exhaustion comprise essential components in determining employees' performance. 

HavvaOzturk (2014) in the study titiled “Emotional Labor Levels Of Nurse Academicians” 

suggest that most of the nurse academicians, especially ones that had been working at state 

universities or working at their university for at least 6 years, performed mid-level emotional 

labor.However, ones that have been working at state universities or working at their university 

for at least 6 years performed deep acting most of the time, because of trying to experience 

emotions that they needed to express as a necessity of socialization related to academic 

lifestyle and working for a very long time. This showed that they internalized the emotions and 

entailed them to have the capability of managing their emotions well. 

John E. Buckner V (2012) in the study titled “Individual differences and emotional labor: An 

experiment on positive display rules” suggest that personality may be useful in determining 

whether or not individuals prefer surface acting. Each personality trait measured here showed a 

relatively strong relationship with surface acting. Surface acting was highest among individuals 

who were less extraverted, more emotionally stable and high in self monitoring. These findings 

support the idea that more extraverted individuals engage in less surface acting and that self-

monitors are inclined to adjust emotional displays through regulation. 

Kumar Sunil and  Rooprai K. Y. (2009) in their study titled “Role of Emotional 

Intelligence in Managing Stress and Anxiety at workplace” states that the low and high 

level of Emotional Intelligence establish relationship to some extent with stress and anxiety. 

Negative correlation of Emotional Intelligence with stress and Anxiety highlights that 

emotional intelligence will prove helpful tool in dealing with stress and anxiety at workplace. 
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The studies conducted by Oginska et al., (2005), Matthews et al., (2006), Montes-Berges et al., 

(2007), Naidoo et al., (2008) etc, also reveals similar results. So it can be said that 'emotional 

intelligence,' is the ability to restrain negative feelings such as anger, self-doubt, stress, anxiety 

and instead focus on positive ones such as confidence, empathy and congeniality. 

Bernardo Moreno-Jiménez et.al (2007) in their study titled “The moderating role of 

assertiveness and social anxiety in workplace bullying” states that social anxiety moderates 

the relationship between bullying and associated symptomatology. Similarly, Einarsen, 

Raknes, Matthiesen and Hellesoy (1996) found that social anxiety moderated the relationship 

between bullying and different measures of psychological and somatic health. In relation to 

this finding, previous studies have shown that bullying victims have poor self-image, in 

addition to a tendency for high anxiety in social situations (Einarsen et al., 1994). 

C. Haslam et.al (2005) in their study titled “Anxiety and depression in the workplace: 

Effects on the individual and organisation” states that The physical and psychological 

symptoms of anxiety and depression were reported to impair work performance and increase 

the risk of accidents. Non-compliance with medication was common, which may lead to poor 

control of symptoms and impaired work performance. The side effects of medication were 

considered to be similar to the symptoms of anxiety and depression. 

Dharmesh Kumar Mishra (2012) in his study titled “The role and importance of emotional 

intelligence in managing in managing stress and anxiety at the workplace in the private  

banking and insurance sector” states that 'emotional intelligence,' has a role to play in the 

career of an employee. The employees ability to recognize, assess, and deal with the emotions 

of one's self and of others at the workplace is of immense importance to organizations of today. 

Such employees always have a positive attitude and can also work successfully in teams. 

Organizations need to redesign recruitment practices to include emotional intelligence also as a 

key parameter of recruitment 

David Holman et.al (2002) in their study titled “The Effects of Performance Monitoring on 

Emotional Labor and Well-Being in Call Centers” states that Emotional labor did not mediate 

the relationship between monitoring and well-being in the form hypothesized, although it was 

related to these two factors. Work context (job control, problem solving demand, supervisory 

support) did not mediate the relationship between monitoring and well-being, but job control 

and supervisory support did moderate the relationship between perceived intensity and well-

being.  

Ching-Sheue FU (2014)’s study used the four constructs of psychological capital, which 

include self-efficacy, optimism, hope, and resilience, to predict preschool teachers’ emotional 

labor and indicate only self-efficacy could not be used to predict emotional labor, increasing 

preschool teachers’ self-efficacy helps to reduce their emotional labor (Fu, 2014). Tuoyu Mo 

(2014)’s study found that primary and middle school teachers’ interpersonal psychological 

capital have significant positive forecast effect to deep acting and expression of naturally felt 

emotions, and that have negative prediction function on surface acting, task-based 

psychological capital can positively predict expression of naturally felt emotions, deep acting 

and surface acting (Mou, 2014). 

3.1 NEED OF STUDY 
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Teaching profession is full of emotional challenges that the teacher has to face daily. They 

need to suppress their personal emotions, feelings to obligate professional duty. Which makes 

the study of emotional labour quite relevant  

Watson Wyatt’sHuman Capital Index Study found that superior HRM practices are 

important indicators of increased shareholder value. Thus real investment in today’s world is in 

workforce besides plant and machinery.  

3.2 OBJECTIVES OF THE STUDY 

1. To study the level of Emotional Labour, Anxiety and Job Performance among teachers of 

selected educational institutes of Chandigarh. 

2. To find out the relationship between: 

a. Emotional Labour and Job Performance 

b. Emotional Labour and Anxiety 

c. Anxiety and Job Performance among teachers of selected educational institutes of Chandigarh. 

3. To study the impact of: 

a. Emotional Labour on Job Performance 

d. Anxiety on Job Performance among teachers of selected educational institutes of Chandigarh. 

 

3.3 HYPOTHESIS 

1. There is a significant relationship between Emotional Labour and Job Performance. 

2. There is a significant relationship between Emotional Labour and Anxiety 

3. There is a significant relationship between Anxiety and Job Performance. 

4. Emotional Labour has a significant impact on Job Performance. 

5. Anxiety has a significant impact on Job Performance.   

6. The relationship between emotional labour and job performance is significantly mediated by 

anxiety among the teachers of selected educational institutes of Chandigarh. 

7. There is  significant difference in the emotional labour of  teachers in relation to their gender, 

educational qualification and age.   

 

3.4 RESEARCH DESIGN 

Research Type : This research focuses on the mediating role of anxiety between Emotional 

Labour and Job Performance  . The survey is conducted using questionnaire. The data is 

collected from the teachers of different colleges working at different level as well as of 

different age group using structured questionnaire. The study are quantitative type in nature. 

Sources of Data 

Both primary and secondary source data is used in the present study. Primary source in this 

study is- collection of data through distribution of structured questionnaires among the teachers 

of colleges of different age group as well as different level and secondary sources are- data 

collected from different journals, articles, research papers, etc. 

Independent Variable- the present study consists of one independent variable i.e Emotional 

Labour 

Mediating Variable- The present study consists of one mediating variable i.e.Anxiety 

Dependent Variable- Job Performance 

3.5 Data Collection 
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The data is collected using structured questionnaire. Following questionnaires are used for the 

collection of data 

Human Resource Management Practices- By Malhotra and Bedi  (2006) 

Job Behaviour- By Lehman and Simpson 

The questionnaire is divided into four sections- 

Section A- Demographic Variables 

Section B- Emotional Labour 

Section C- Anxiety 

Section D- Job Performance 

Area of Study- Teachers of Chandigarh city  

Sample Size- 60 

3.6 Tools for Data Analysis 

The following tools will be used for data analysis- Descriptive Analysis, Correlation Analysis, 

Regression Analysis, Parametric and Non- parametric tests, etc. 

 

4.1 ANAYSIS OF DATA 

SECTION –A: DESCRIPTIVE ANALYSIS: 

In order to apply the various statistical techniques first of all we have to calculate whether the 

data collected is normal or not. For checking the normality of data the Kolmogorov and 

Shapiro tests are applied and the results are as follow: 

Table - 4.1 

Tests of Normality 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

EL_mean .088 60 .028* .968 60 .007 

A_mean .263 60 .000 .875 60 .000 

JP_mean .118 60 .037 .899 60 .000 

*. This is a lower bound of the true significance. 

a. Lilliefors Significance Correction 

The normality test tells us that the data related to the emotional labour practices is not normal 

because the significant value is less than .05. In the same way, the data related to job 

performance is also not normal because the significant value of this variable is also less than 

.05.  

Since the results of test shows that the data is normal we will apply non parametric test to 

analysis data for obtain results.  

Mean score and standard deviation for individual items are as follow. 

Table – 4.2 

 Mean Std. Deviation 

Emotional Labour 3.5413 .2943 

Anxiety 2.0917 .24342 

Job Performance 4.1312 .21624 
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Descriptive analysis has been used to present a profile of respondents. It includes 

analysis of average, percentage & frequency of data value for each of the variables 

taken under the study. 

 

Demographic Variables Analysis: 

GENDER:  

The null for the gender effect on job behaviour of employees is as follow:H0: The gender of 

employees has not significant impact on the emotional labour of employees 

In order to find out the significant relation between the gender and emotional labour is Mann-

Whitney U performed and the results are presented in the below mentioned table: 

 

Table – 4.3 

Test Statisticsa 

 EL_mean 

Mann-Whitney U 278.500 

Wilcoxon W 873.500 

Z -2.440 

Asymp. Sig. (2-tailed) .015 

a. Grouping Variable: gender 

As the significant value as shown in the table is less than .05 there for we may reject the null 

hypothesis. It means gender of employees has significant effect on emotional labour of 

empployess. 

AGE: 

The null hypothesis for the impact of age on job behaviour of employees is as follow: 

H0: The age of the employees has no significant impact on the job performance of employees. 

The analysis of the data is presented in table no.1 given below; 

 

Ranks 

 in years N Mean Rank 

EL_mean 

20-29 30 31.52 

30-39 19 29.84 

40-49 11 28.86 

Total 60  

 Table – 4.5 

In order to find out the significance relation between the age and behaviour is Chi-Square 

performed and the results are presented in the below mentioned table:  

 

Test Statisticsa,b 

 EL_mean 

Chi-Square .225 

df 2 
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Asymp. Sig. .893 

Table – 4.6 

The result shows that significant value is .893 which is more than .05 there for we may accept 

the null hypothesis means age of employees have no effect on job behaviour. 

Marital status 

The null hypothesis for the effect of marital status on the job behaviour  is as follow: 

H0: marital status of employees does not have significant impac on the job behaviour 

The results are as follow: 

Test Statisticsa 

 EL_mean 

Mann-Whitney U 432.000 

Wilcoxon W 897.000 

Z -.266 

Asymp. Sig. (2-tailed) .790 

a. Grouping Variable: marital_status 

                                                           Table – 4.8 

 

The significant value is .790 which is more than .05 therefore we may accept the null 

hypothesis which means have no impact on the job behaviour. 

 

SECTION – B CORRELATION ANALYSIS: 

Correlation between factors of Emotional Labour, Anxiety and Job Performance. 

 

Taking into consideration the hypothesis correlation analysis is carried out to understand the 

relation between the Emotional Labour, Anxiety and Job Performance. 

Relationship between the Emotional Labour, Anxiety and Job Performance. 

 

 

 

 

 

 

 

 

 

 

 

 

                                                                                    

Table – 4.10 

The spearman correlation test signifies that there exists a negative relationship between the 

Emotional Labour, Anxiety and Job Performance 

Moreover, the significant value is also less than .05 so result is significant. 

Correlations 

 EL_mean JP_mean 

Spearman's rho 

EL_mean 

Correlation Coefficient 1.000 -.058 

Sig. (1-tailed) . .329 

N 60 60 

JP_mean 

Correlation Coefficient -.058 1.000 

Sig. (1-tailed) .329 . 

N 60 60 
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SECTION –C REGRESSION ANALYSIS: 

 Regression analysis is a statistical technique that measures the nature of relationship between 

two variables. It establishes the linear relationship between dependent and independent 

variable. In the present study regression analysis is used to study the  

1. impact of Emotional Labour on Job Performance 

 
                                                   Table – 4.12 

The value of R square .000 shows no change in job performance is explained by emotional 

labour. 

 
                                                                        Table – 4.13 

The ANOVA table provide information about the accuracy of the middle of regression used. In 

table 4.13 the significant value is more than .05 which depicts that the model is insignificant. 

We may accept the null hypothesis. 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 4.182 .345  12.125 .000 

EL_mean -.014 .097 -.019 -.148 .883 

a. Dependent Variable: JP_mean 

2. Impact of anxiety on Job Performance: 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression .001 1 .001 .028 .869b 

Residual 2.758 58 .048   

Total 2.759 59    

a. Dependent Variable: JP_mean 

b. Predictors: (Constant), A_mean 
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Since the significant value is more than 0.05, the model of regression equation does not 

exist. 

4. Mediation Regression Analysis: 

According to Baron and Kenny(1986), three conditions must hold to establish a significant 

mediation effect: 

1) The independent variable must significantly impacts the mediating variable. 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression .076 1 .076 1.283 .262b 

Residual 3.420 58 .059   

Total 3.496 59    

a. Dependent Variable: A_mean 

Since the significant value is more than 0.05 there is not an impact of Emotional 

Labour on Anxiety. 

2) The independent variable must impact the dependent variable. 

 

 

 

 

3)  

4)  

Since 

the significant values is more than 0.05 there is insignificant impact of Emotional Labour on 

Job Performance. 

 

3) The mediating variable must impact the dependent variable and the impact of independent 

variable on dependent variable must either become insignificant (total mediation) or it must 

become less significant (partial mediation) in the third equation when the dependent variable is 

regressed on both indepent and and mediating variable. 

Since the failure of first two steps we can say that ANXIETY DOES NOT PLAY THE 

MEDIATING ROLE BETWEEN EMOTIONAL LABOR AND JOB PERFORMANCE. 

 

Conclusion and Recommendation 

The present study depicts the relationship between Emotion Labour, Anxiety and Job 

Performance. To test the significance of difference among the sample means, analysis of 

variance(ANNOVA) was done. This was done for teasting the significance of the difference 

between two variables. In the line of these results, the following recommendations have been 

made so to suggest some ways to provide further augmentation in the level of emotional labour 

among the teachers of certain educational institutions of Chandigarh under study: 

• Suitable recreational tours should be provided to teachers from time to time. 

• A special councelling cell should be set up for regular counselling of teachers fortheir better 

emotional stability. 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression .001 1 .001 .022 .883b 

Residual 2.758 58 .048   

Total 2.759 59    
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• There is need to begin the accurate performance appraisal system to access the work of the 

teachers according to their needs and thus deciding upon wage and salary administration, 

promotion and transfer. 

• An emotional labour will be positive if his performance is being judged on the basis of 

contribution made by him in total objectives. 

• There should be appropriate training programmes for the enrichment of the teachers such as 

seminars, quality talks, job rotations etc. 

 

LIMITATIONS OF THE STUDY 

➢ As the number of respondents for this study is very small and limited, proper results could not 

be ascertained. If the respondents would have been more, an depth analysis could have been 

possible. 

➢ Many of the people in the organizations were not willing to fill the questionnaire, because of 

the management’s policies. Moreover the employees were very busy during the work hours so 

they were reluctant in filling the questionnaires due to which generalization of the findings of 

the study could not be there. 

➢ Also because of the time constraints, this research was conducted only on a limited size of 

population. This lead to limited responses only. Further, the employees were in a hurry to 

complete and fill up the questionnaire, as they were asked to fill up the given questionnaires, in 

their office working hours, again due to time constraints.  

➢ The same survey if conducted in some different organization, coming under the same industry, 

the results may vary. Also if this same research would have been conducted in a different 

centre of this same organization, then also the results and findings of the study may have 

varied. Therefore, the results of this particular study may not be applicable in each and every 

organization, coming under the same industry. 

 

 

 

 


