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Abstract 

Background This study aims to investigate the impact of a leader’s beliefs in the usefulness of emotions on the emo-
tional competence and relationship conflicts of their teams.

Methods The data were collected through an online survey targeting leaders with at least three years of experi-
ence in managerial positions in South Korean workplaces, with a total of 326 participants. Latent Profile Analysis 
(LPA) was conducted to classify leaders into latent groups based on their beliefs regarding the usefulness of positive 
and negative emotions.

Results The latent profile analysis of the leader’s beliefs in the usefulness of positive and negative emotions identi-
fied four groups: High Usefulness (HU) Group, High Positive Usefulness (HPU) Group, Reference Group for comparison, 
and Low Usefulness (LU) Group. It was found that both the HU Group and the HPU Group, who perceive the use-
fulness of both types of emotions and positive emotions, respectively, showed higher levels of emotional repair 
and lower levels of relationship conflict within the team compared to the Reference Group and the LU Group.

Conclusions This study not only fills a gap in organizational research by establishing a clear link between leaders’ 
emotional beliefs and team dynamics but also emphasizes the social influence of leaders’ emotions within the team 
setting. The findings of this research advocate for a strategic update to leadership development programs, suggesting 
the integration of elements specifically designed to augment leaders’ understanding and management of emotional 
dynamics within their teams.
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Introduction
Leadership goes beyond managing tasks and people 
effectively; it also involves creating a work environment 
that fosters well-being and encourages positive employee 

engagement [1]. The close connection, between leader-
ship and emotions has been extensively researched, high-
lighting the importance of leaders’ emotional intelligence 
in shaping the workplace. Leadership is not a job but a 
complex social process that deeply influences employ-
ees’ emotions, thoughts and behaviors thus significantly 
impacting their work experience. Emotional intelligence 
refers to a leaders’ ability to recognize, understand and 
manage both their emotions and those of others [1, 2]. 
On the other hand, emotional competence entails apply-
ing these intelligence skills to achieve favorable organi-
zational results, such as improved team performance. 
When a leader skillfully uses their EI to enhance team 
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dynamics and productivity they exhibit emotional com-
petence [3].

Affective Events Theory (AET) serves as a foundational 
framework for understanding how leaders utilize their 
individual emotional intelligence to enhance team-level 
performance. According to AET, leaders have the ability 
to initiate events that significantly affect the emotional 
experiences and well-being of their teams. These emo-
tional events, whether positive or negative, cause shifts 
in the team’s emotional responses, which in turn influ-
ence their work performance and interpersonal dynam-
ics [2]. Essentially, the theory underscores the critical 
significance of leaders’ emotional behaviors in cultivat-
ing an organizational environment that can either foster 
high morale and productivity or breed dissatisfaction and 
conflict.

Subsequent research endeavors have extended the 
application of AET to diverse professional contexts, 
exploring how leaders’ emotional competence augments 
teams’ beneficial dynamics. A leader’ emotional compe-
tence is crucial in mitigating an undesirable effect from 
negative emotions and the resulting potential conflicts 
within teams, thereby enhancing overall team perfor-
mance [4]. To explain the mechanism of how a leader’s 
individual level emotional intelligence can become a 
team level emotional competency, Cropanzano, Dasbor-
ough, and Weiss [5] employed AET, arguing workplace 
events would trigger team members’ emotional responses 
that can significantly impact their work attitudes and 
behaviors. Leaders with high emotional intelligence are 
able to understand that these emotional experiences 
would happen within their team and adept at recogniz-
ing, managing, and intervening in team members’ emo-
tional experiences by creating positive affective events, 
such as providing support and constructive feedback. 
These emotionally effective leaders can foster a positive 
team climate, enhance cohesion, and improve overall 
team performance. The ability to navigate and influence 
team members’ emotional experiences is crucial in driv-
ing successful team outcomes, particularly in challeng-
ing and uncertain environments. For instance, the adept 
management of organizational policies by leaders, such 
as implementing office guidelines amidst the COVID-
19 pandemic, can serve as affective events that shape 
the responses of team members based on their indi-
vidual emotional appraisals of these events [6]. Thanks 
to the leaders’ effort and emotional management, the 
team members experienced the pandemic as a controlla-
ble situation or even an opportunity for business rather 
than an unexpected risk. Such studies draw attention to 
the instrumental role of leaders’ emotional competence 
in navigating team dynamics and fostering a conducive 

work environment, particularly in times of uncertainty 
and crisis.

Moving beyond the examination of leaders’ emotional 
competence, the discussion now expands to encompass 
a broader domain within general and clinical psycho-
logical research, focusing on the significant role of beliefs 
about emotions and their impact on human behavior and 
well-being. For instance, Kneeland et al. [7] investigated 
beliefs about emotional malleability, emotion regula-
tion, and psychopathology, highlighting the integration 
of affective and clinical science in understanding emo-
tional processes and mental health outcomes. Tamir 
et al. [8] examined the effects of beliefs about emotions 
on individual well-being, contributing valuable insights 
to the broader psychological literature. Similarly, Ford 
& Gross [9] and Manser et  al. [10] explored the conse-
quences of beliefs portraying emotions as unchangeable 
and inherently negative, shedding light on their impact 
on individual well-being and broader psychopathologi-
cal outcomes. Transitioning to the organizational psy-
chology domain, Stephens and Carmeli [11] conducted a 
notable study on the positive effect of expressing negative 
emotions on knowledge creation capability and perfor-
mance of project teams, contributing to our understand-
ing of emotions in the workplace. While there has been 
significant exploration of emotions in organizational 
settings, a notable research gap exists regarding how 
a leader’s beliefs about emotions impact the collective 
emotional experience of their teams. Interest in leaders’ 
beliefs about emotions and their influence on emotional 
regulation efforts and overall effectiveness is on the rise.

The notion of usefulness in the context of emotion 
belief within leadership is also a compelling area of study. 
It aligns with the concept that emotions can be strategi-
cally advantageous in the workplace, as suggested by 
Pirola-Merlo et al. [1]. The study by Stephens and Carmeli 
[11] is one of the few that explores this aspect, indicating 
that leaders who recognize the usefulness of expressing 
negative emotions within their teams are more likely to 
capture the values of information and knowledge hidden 
behind the negative emotions. Such work environments 
with expressed negative emotions could help the team 
members to confront constructive conflicts in ideas and 
perspectives rather than in interpersonal relationships. 
Their findings suggest that even negative emotions, when 
viewed as potentially beneficial, can lead to an increase in 
team performance.

In this study, our aim is to investigate the influence of 
leaders’ beliefs regarding the usefulness of emotions on 
both the emotional competency and relational conflict 
dynamics within teams. This research endeavors to pro-
vide empirical evidence supporting the theoretical prop-
osition that leaders’ perceptions of the effectiveness of 
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emotions play a pivotal role in shaping team dynamics. 
Specifically, we hypothesize that the leader’s beliefs about 
the usefulness of emotions will significantly impact not 
only the emotional competency within the team but also 
the occurrence and intensity of relational conflict. While 
our study primarily investigates the leader’s belief in the 
usefulness of emotions, it’s crucial to contrast our find-
ings with the broader landscape of leadership research. 
Previous studies have underscored the significance of 
emotional intelligence, alongside skills, knowledge, and 
cognitive leadership competencies, in effective leader-
ship [12]. However, our research contributes a unique 
perspective by specifically examining the impact of lead-
ers’ beliefs about the utility of emotions. By focusing on 
this leaders’ attitudinal aspect rather than leadership 
capability, we shed light on a previously underexplored 
dimension of leadership dynamics, thereby enhanc-
ing our understanding of effective leadership practices. 
Recognizing the multifaceted nature of leadership, we 
acknowledge the need for a comprehensive approach to 
leadership development that encompasses these various 
dimensions.

In conclusion, our research accentuates the impor-
tance of considering individual level leadership attitudes, 
particularly beliefs about the usefulness of emotions, in 
shaping organizational dynamics. By showcasing the sig-
nificant influence of leaders’ beliefs in the usefulness of 
emotions on leadership effectiveness, our study contrib-
utes to the ongoing discourse on emotional competency 
in leadership. Furthermore, our findings suggest prac-
tical strategies for organizations to enhance these cru-
cial beliefs regarding the usefulness of emotions in the 
workplace. This approach aims to cultivate leaders who 
are not only cognitively intelligent but also emotionally 
competent, capable of fostering positive team dynamics 
and achieving organizational goals. Through this study, 
we aim to provide a comprehensive understanding of 
the intersection between leadership emotion beliefs and 
team emotional competency, laying the groundwork for 
future research and practical applications in leadership 
development. By addressing these crucial aspects, organ-
izations can cultivate resilient and adaptive leaders who 
are equipped to navigate the complexities of the modern 
workplace.

Literature review and theoretical background
Emotional competence in teams
Groups that collaborate and work interdependently 
demonstrate a unique capacity for collective emotional 
experience and expression as a cohesive team [13]. This 
suggests that individuals within a team, when working in 
close collaboration and depending on each other’s contri-
butions, are more likely to share emotional experiences. 

For instance, the collective sense of pride and accom-
plishment is likely to be felt by a team upon successful 
attainment of a challenging task.

Recent studies have indicated that the emotional com-
petency of a team is not merely an aggregation of the 
emotional competence of its individual members but 
rather a complex, emergent property of the collective 
[14]. Essentially, this implies that a team, as a synergis-
tic unit, can cultivate a distinctive emotional competence 
that transcends the individual emotional intelligence of 
its constituents. Team leaders’ individual role, however, 
can still have a team level impact given their leader-
ship positions and authorities to change team dynamics. 
According to Cropanzano, Dasborough, and Weiss [5], 
team leaders can generate affective events that are emo-
tionally experienced by team members throughout the 
whole team. The leaders’ emotional intelligence deter-
mines the effectiveness of these affective events, leading 
to increased or decreased team level outcomes such as 
team’s emotional intelligence. This phenomenon under-
scores that something unique emerges when people come 
together as a team, allowing them to navigate and man-
age emotions collectively. More importantly, these collec-
tive emotional experiences can be strategically designed 
and managed.

This concept aligns with the idea that individual emo-
tional experiences contribute to the creation of group-
level emotional structures and functions. For instance, 
emotional contagion refers to the phenomenon where 
the emotions of one team member can spread to others, 
affecting the overall emotional atmosphere of the team 
[15]. Likewise, vicarious influence processes involve team 
members being influenced by the emotions and reactions 
of their colleagues, further shaping the group’s emotional 
dynamics [16]. In essence, individual emotions have a 
ripple effect within the team, ultimately forming the 
team’s emotional landscape.

Leaders who guide teams play a crucial role in these 
dynamics. They have the ability to trigger emotional 
events within the team through their actions, decisions, 
and interactions with team members. For example, a 
leader’s enthusiastic response to a team’s achievement 
can amplify the positive emotions felt by the entire team. 
Conversely, if a leader responds negatively to a setback, 
it can influence the intensity and nature of emotional 
responses within the team [2]. In summary, leadership 
can significantly shape the emotional climate of a team, 
emphasizing the importance of leaders’ emotional aware-
ness and management skills in fostering a positive and 
productive team atmosphere.

When leaders assess emotional competence of a team, 
they undertake a comprehensive evaluation that probes 
the multifaceted emotional dynamics within the group. 
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A pivotal aspect of this assessment involves gauging the 
team’s capability for emotional awareness and access. 
This refers to the team’s proficiency in recognizing and 
being receptive to the emotional experiences of its mem-
bers [17, 18]. Essentially, leaders examine the extent 
to which the team is attentive to and acknowledges the 
emotional states of its members. This ensures that emo-
tions are not merely overlooked or disregarded but are 
actively recognized and integrated into team interactions 
[19].

Additionally, leaders evaluate the team’s proficiency 
in “recovering from negative moods” [14, 17, 18]. This 
aspect focuses on the team’s resilience in the face of 
adversity or negative emotional experiences. It entails 
the team’s ability to rebound from difficulties, such as 
setbacks, conflicts, or demanding situations, regaining 
a positive emotional equilibrium. The effective repair 
from negative moods within a team reflects its emo-
tional maturity and adaptability [20]. This comprehensive 
assessment undertaken by leaders serves as a vital tool 
for gauging the team’s overall emotional functioning. It 
enables leaders to gain insights into how well the team 
manages its emotional dynamics, which is a pivotal factor 
in determining the team’s overall effectiveness and cohe-
sion [21].

In the field of organizational psychology, it is widely 
acknowledged that leaders play a crucial role in mold-
ing team dynamics. Within this context, leaders’ beliefs 
regarding the efficacy of emotions are instrumental, pri-
marily through their expression of these beliefs, which 
serves as influential signals for all team members [11]. 
When these beliefs are expressed, they act as a bridge 
connecting individual emotional experiences with the 
broader concept of group emotional intelligence, includ-
ing the emotional competency. Essentially, leaders’ beliefs 
influence how conflicts are perceived, managed, and 
resolved within teams, thereby shaping the team’s emo-
tional climate.

The emotional processes occurring within groups are 
indicative of a team’s emotional competency. Research-
ers and practitioners often employ instruments such as 
the Team-Trait Meta Mood Scale (T-TMMS) [14] and 
the Workgroup Emotional Intelligence Profile (WEIP) to 
measure and assess a team level emotional competence 
[17]. It serves as a critical predictor of various team out-
comes, especially in settings that demand high interde-
pendence among team members [22]. In such contexts, 
effectively navigating team conflicts becomes particularly 
vital, as it has significant implications for team perfor-
mance, innovation, and overall cohesion. Therefore, lead-
ers’ assessments and interventions related to emotional 
access and management are fundamental in fostering a 
productive and harmonious team environment.

Adaptive emotional experiences and capabilities within 
a group are closely linked to an atmosphere that encour-
ages emotional expression. In contrast, an environment 
that discourages emotional access is associated with 
maladaptive outcomes, such as avoidance and destructive 
behavior [23]. When emotional expression is fostered 
within a team, members are encouraged to consider one 
another’s emotions and gain access to information about 
each other’s reactions and abilities [24]. This applies to 
both positive and negative emotions. Positive emotions 
can enhance engagement in exploration and mastery, 
promoting a reinterpretation of challenging situations. 
Contrary to the intuitive expectation that negative emo-
tions disrupt team relationships, they often serve as a 
prompt for addressing underlying issues, representing an 
essential response to effectively deal with problems and 
events [25].

Relationship or emotional conflict within the team
Promoting and acknowledging a variety of emotions, 
including negative ones, offers several advantages to 
teams, such as mobilizing emotional messages and lead-
ing to more informed and sound judgments [26]. Con-
structive expression of negative emotions, without blame 
or threats, fosters a sense of closeness within the team, 
improving mutual understanding and predicting bet-
ter relational quality with lower relationship conflict 
[22]. A team leader who believes in the utility of both 
positive and negative emotions is more likely to foster 
an environment where emotional expression is encour-
aged, thus reducing relational conflicts. When con-
flicts arise, such leaders can de-escalate the situation by 
actively listening to the concerns of the conflicting par-
ties, acknowledging their emotions, and guiding them 
toward constructive resolution. By promoting psycho-
logical safety, leaders create a space where team members 
feel secure in expressing their emotions and addressing 
conflicts openly. This approach not only resolves imme-
diate conflicts but also prevents future ones by establish-
ing norms of trust and open communication within the 
team.

When emotions are effectively managed by team lead-
ers, it is expected that a relational conflict within teams 
can be avoided [26]. Leaders can significantly reduce rela-
tional conflict through a work environment that encour-
ages the constructive expression of emotions, especially 
negative ones, which is a typical outcome of the effective 
emotional management. Since the team members are 
allowed to express their negative emotions without blame 
or threats, there are mutual understanding and improved 
relational quality. To summarize, leaders who endorse 
the utility of both positive and negative emotions create 
an atmosphere that supports open emotional expression 



Page 5 of 14Park et al. BMC Psychology          (2024) 12:737  

and constructive handling of emotions, thereby reducing 
the emergence of conflicts. Such a climate of emotional 
transparency and understanding contributes to lower 
levels of relationship conflict and enhances team cohe-
sion and performance [22].

The relational conflict within the workplace refers to 
disagreements, disputes, or clashes that arise between 
individuals working together in a team or organization 
[27]. This type of conflict can have a significant impact on 
team dynamics and the overall work environment. When 
team members have conflicting opinions, goals, or ways 
of working, it often results in tension and friction. For 
instance, if two team members have different approaches 
to solving a problem, they may become annoyed with 
each other’s methods or irritated by the perceived lack 
of cooperation. These negative emotions, such as annoy-
ance, irritation, and frustration, can be a natural response 
to interpersonal conflict and can escalate if not addressed 
effectively. This can lead to a strained work atmosphere, 
decreased productivity, and even strained relation-
ships among team members. Recognizing and managing 
such emotional experiences is crucial for maintaining a 
healthy and productive workplace [28].

Relationship conflict, specifically, is generally consid-
ered detrimental within groups, with lower levels of rela-
tionship conflict associated with higher performance, 
while higher levels of relationship conflict tend to lead 
to lower performance [27]. In groups where relation-
ship conflict is effectively managed, members tend to 
be more comfortable with one another and can engage 
more constructively in work-related conflicts. Moreo-
ver, the resolved relational conflict enables individuals to 
authentically convey their reactions to workplace issues 
and events, facilitating knowledge sharing and collabora-
tive problem-solving [2]. Stephens and Carmeli [11] dis-
covered that leaders’ expressing that emotions are useful 
to find values and problems in business projects, even if 
it was a negative emotion, constructively contributes to 
knowledge creation and enhances project performance 
outcomes. For example, a leader can state that sorrow is 
a signal of the need for repairing current teamwork, and 
thus without the expressed sadness in the office, it’s dif-
ficult to identify and solve the problem. In summary, low 
relational conflict is an environment that embraces and 
comprehends team members’ diverse emotions, promot-
ing constructive responses within the team.

The leader’s emotion beliefs and their impact on team 
dynamics
As previously mentioned, the leader’s ability to manage 
emotions at the team level is crucial for various team 
outcomes, including reducing relationship conflict and 
improving overall performance [29]. In this regard, the 

leader’s awareness of emotions can significantly influ-
ence the team’s access to emotional information. Leaders’ 
beliefs in the usefulness of emotions may play a critical 
role in determining how actively they engage their emo-
tional intelligence in managing team dynamics [30]. Even 
when two leaders possess similar levels of emotional 
intelligence, their beliefs about the utility of emotions 
could lead to different applications of these skills. For 
instance, a leader who believes strongly in the usefulness 
of emotions is likely to actively leverage their emotional 
intelligence to influence team interactions positively, 
whereas a leader with less belief in the value of emotions 
might underutilize these skills, resulting in different emo-
tional outcomes for the team.

Building on this understanding of the leader’s role, it 
is important to clarify how we conceptualize team emo-
tional competence. We refer team emotional competence 
to the collective ability of team members to recognize, 
understand, and manage emotions in a way that enhances 
team dynamics and performance. This concept differs 
from the individual emotional experiences and reac-
tions of team members, which are personal and may vary 
widely. Team emotional competence emerges when these 
individual emotional abilities are effectively integrated 
and managed within the group context, leading to cohe-
sive emotional functioning and better team outcomes.

Individuals who hold negative beliefs about emotions 
are more likely to be wary of their own emotional expe-
riences and reluctant to engage with them. Such beliefs 
can hinder their willingness to express emotions to oth-
ers, engage in healthy emotional interactions, and exhibit 
effective interpersonal behavior. Beliefs regarding the 
usefulness of emotions reflect one’s fundamental attitude 
toward emotions, categorizing them as either “good” or 
“bad” [31]. Those who recognize the usefulness of both 
positive and negative emotions tend to understand the 
adaptive and instrumental nature of emotions, leading 
to the application of relatively effective emotion regula-
tion strategies [32]. This is because individuals who value 
emotions are more inclined to access their emotional 
experiences, actively interpret situations triggering emo-
tions, and engage in emotional exchanges with others, 
thereby enhancing their overall emotional well-being. 
Conversely, individuals who view emotions as negative, 
interfering with rationality and life, tend to avoid emo-
tional experiences and are more likely to experience neg-
ative meta-emotions, wherein they assess and interpret 
their emotions negatively [9].

Research on emotional contagion and emotional 
event theory underscores that leaders possess the power 
to influence the emotions of individuals and groups. A 
leader’s beliefs about the usefulness of emotions can 
alter the team’s access to emotions collectively [2]. In 
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other words, a leader’s belief in the usefulness of both 
positive and negative emotions can shape judgments 
regarding the value of emotional access, ultimately 
impacting the team’s level of interest in and access to 
emotions. Consequently, differences in a leader’s belief 
in the usefulness of emotions can lead to variations in 
the team’s ability to manage emotions, including their 
ability to clearly recognize emotions, understand emo-
tional experiences, and navigate emotions during con-
flicts, all of which can influence the level of relationship 
conflict experienced within the team.

Latent profile analysis, which has recently been 
increasingly used in work and organizational science, 
can be used to categorize leaders’ emotion beliefs [33]. 
This systematic exploration assists in uncovering dis-
tinct profiles or subgroups within latent groups based 
on their emotion beliefs [33, 34]. In essence, it helps 
researchers identify unique patterns and groupings 
among individuals in terms of their emotional per-
spectives, shedding light on the intricacies of human 
emotional cognition and behavior. Given the absence 
of prior research on the latent profile of managers’ 
emotion beliefs in the workplace, this study aims to 
investigate patterns emerging from the combination 
of leaders’ beliefs about the usefulness of both positive 
and negative emotions. It seeks to examine whether 
distinct profiles emerge and whether these profiles are 
associated with differences in team level emotional 
competence and levels of relationship conflict. Follow-
ing the exploratory approach adopted by Spurk et  al. 
[33], we formulate the following exploratory hypoth-
eses without imposing strict constraints:

Hypothesis 1: Leaders who believe both positive and 
negative emotions are useful will exhibit a positive 
impact on their teams’ emotional competence and 
reduce relationship conflict within the team.
Hypothesis 2: Leaders who believe both positive and 
negative emotions are not useful will exhibit a nega-
tive impact on their teams’ emotional competence and 
increase relationship conflict within the team.
Hypothesis 3: Leaders who believe that positive emo-
tions are useful and negative emotions are not will 
experience a positive impact on their teams’ emo-
tional competence and reduce relationship conflict 
within the team, relative to leaders who do not believe 
in both categories.
Hypothesis 4: Leaders who believe that negative emo-
tions are useful and positive emotions are not will 
experience a positive impact on their teams’ emo-
tional competence and reduce relationship conflict 
within the team, relative to leaders who do not believe 
in both categories.

Method
Participants
The study recruited individuals who were office work-
ers aged 20 or older and residing in Korea. These par-
ticipants were employed at workplaces with fewer than 
300 employees and held managerial positions with a 
minimum of 3 years of leadership experience. A total 
of 326 subjects were recruited through an online survey 
company, with an average age of 49.83 years (standard 
deviation = 10.14). The age distribution was as follows: 
8 individuals in their 20s (2.5%), 57 in their 30s (17.5%), 
81 in their 40s (24.8%), 98 in their 50s (30.1%), and 82 
in their 60s (25.2%). The gender distribution indicated 
232 men (71.2%) and 94 women (28.8%).

The study participants held various positions, with 
107 (32.8%) serving as managers, 69 (21.2%) as assis-
tant managers, and 150 (46%) at the assistant manager 
level or higher. Regarding company size, 167 partici-
pants (51.2%) worked in companies with less than 30 
employees, 96 (29.4%) in companies with 30 to 99 
employees, and 63 (19.3%) in companies with 100 to 
299 employees.

In terms of their primary fields of work, 86 individu-
als (26.4%) were involved in production/service, 63 
(19.3%) in accounting/finance, 46 (14.1%) in human 
resources/organization, 28 (8.6%) in marketing, and 23 
(7.1%) in information systems. Additionally, 8 partici-
pants (2.5%) were in the field of strategy/international 
management, and 72 (22.1%) were engaged in other 
areas.

Measures
Emotion Beliefs Questionnaire (EBQ)
The Emotion Beliefs Questionnaire (EBQ), developed by 
Becerra, Preece, and Gross [35], is designed to measure 
emotional controllability and usefulness across positive 
and negative emotional valences. The questionnaire com-
prises a total of 16 questions. The Korean version of the 
EBQ (EBQ-K) has been validated for use in the Korean 
context [36]. Respondents rate their agreement on a 
5-point Likert scale, where higher scores generally indi-
cate negative beliefs suggesting that emotion cannot be 
controlled and are not useful.

In this study, only 8 questions related to beliefs about 
the usefulness of positive and negative emotions were 
considered, such as ‘There is very little use for negative 
emotions’ and ‘Positive emotions are very unhelpful to 
people.’ The Cronbach’s α values, a measure of internal 
consistency, were calculated for this study. The α coeffi-
cient was found to be .879 for positive emotion useful-
ness beliefs and .766 for negative emotion usefulness 
beliefs.
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Team‑Trait Meta Mood Scale(T‑TMMS)
The Team-Trait Meta Mood Scale, developed by Aritzeta 
et  al. [14], incorporates the three dimensions of atten-
tion, clarity, and repair of emotions, mirroring those 
found in the existing Trait Meta Mood Scale by Salovey 
et  al. [37]. This scale is tailored to evaluate these sub-
dimensions at the team level within a workplace context. 
For this study, the researchers reviewed the item con-
tents through a translation and back-translation process 
to ensure suitability for use in the Korean cultural con-
text and confirmed the validity of the factorial structure 
using Confirmatory Factor Analysis (CFA). It is meas-
ured with a 7-point Likert scale consisting of a total of 9 
items, including ‘In my team we usually care about what 
our workmates are feeling,’ ‘Although we might feel bad, 
all team members try to have a positive outlook,’ and ‘In 
this team we are able to describe our feelings.’ In the cur-
rent study, the internal consistency of the Team-Trait 
Meta Mood Scale was evaluated using Cronbach’s α. The 
obtained α coefficients were 0.792 for attention, 0.810 for 
clarity, and 0.839 for repair.

Relationship conflict
Jehn & Mannix [27] divided the Intragroup Conflict scale 
developed by Jehn [38] and the process conflict items 
developed by Shah and Jehn [39] into Task Conflict, Rela-
tionship Conflict, and Process Conflict factors through 
confirmatory factor analysis. In this study, the Relation-
ship Conflict question was used to measure relationship 
conflict within the team, such as ‘Relationship tensions 
within the team are severe.’ The Relationship Conflict 
question consists of a total of 3 questions and is struc-
tured on a 5-point Likert scale. Cronbach’s α in this study 
was .871.

Statistical analysis
Our aim was to identify the characteristics and extent of 
disparity in team leaders’ beliefs about the usefulness of 
emotions. To investigate this, we applied latent profile 
analysis, a statistical method that groups team leaders 
into distinct categories based on their beliefs about the 
emotional value. We hypothesized that the levels of emo-
tional competence and relational conflict within a team 

are influenced by team leaders’ beliefs. We employed 
Mplus 7 for the latent profile analysis, with the goal of 
classifying the study participants into latent classes. 
These groups were determined by their distinct perspec-
tives on the value of emotions, To ascertain the optimal 
number of subgroups, we evaluated several statistical cri-
teria, including the Akaike Information Criterion (AIC), 
Bayesian Information Criterion (BIC: [40]), Sample-Size-
Adjusted BIC (SSA-BIC: [41]), and likelihood ratio test 
statistics such as the Lo-Mendell-Rubin likelihood ratio 
test (LMR: [42]) and Bootstrap Likelihood Ratio Test 
(BLRT: [40]), along with the Entropy index.

To compare how emotional competence and relation-
ship conflict levels differed across the identified sub-
groups, we conducted an analysis of variance (ANOVA). 
In this analysis, scores from the Trait Meta-Mood Scale 
(T-TMMS) and the relationship conflict scale were used 
as dependent variables, while membership in the identi-
fied latent profiles served as the independent variable.

Results
Determining the number of latent groups
Latent profile analysis was conducted to identify latent 
groups among team leaders based on their beliefs in the 
usefulness of both positive and negative emotion. The 
analysis began with a two-group model, with subsequent 
models introducing additional classes incrementally. To 
determine the most suitable model, we evaluated statisti-
cal criteria as well as the interpretability of each model, 
which led to the conclusion that the four-group model 
was the most optimal. Table 1 shows the comparison of 
model fit for different latent group models.

Table 2 shows the posterior mean probabilities for the 
model with four groups. These probabilities represent 
the average posterior probability of the four-class model 
accurately predicting class membership for individu-
als [43]. This facilitates the evaluation of the accuracy of 
group classification. Essentially, if the values on the diag-
onal are high and the values off the diagonal are low, it 
indicates precise group classification. In this analysis, the 
range of posterior mean probabilities was observed to be 
between 0.798 and 0.917.

Table 1 Comparison of latent group model fit

Model LL FP AIC BIC SSA_BIC LMR
(p)

BLRT
(p)

Entropy

2-Class −1583.374 7 3180.749 3207.257 3185.053 0.000 0.000 0.672

3-Class −1559.001 10 3138.002 3175.871 3144.152 0.064 0.000 0.751

4-Class −1544.809 13 3115.619 3164.849 3123.613 0.363 0.000 0.761

5-Class −1520.799 16 3073.598 3134.189 3083.438 0.098 0.000 0.812
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The characteristics of classified latent groups
When analyzing the characteristics of the latent groups 
categorized into four categories, Class 2, which closely 
aligns with the overall mean values, was designated as 
the “reference group”. Subsequently, a comparison was 
conducted between Class 2 and the other latent groups 
regarding their relative values.

Among the four latent groups, Class 1 demonstrates 
the lowest values for both types of emotion usefulness, 
indicating a perception that both positive and negative 
emotions are useful. Consequently, this class was labeled 

as the “High Usefulness Group (HU).” Conversely, Class 
4 exhibits the highest values for both measures of emo-
tion usefulness, suggesting a perception that both posi-
tive and negative emotions are not useful, thus receiving 
the label “Low Usefulness Group (LU).”

In the case of Class 3, it demonstrates a unique pattern 
where the usefulness of negative emotions is perceived to 
be as low as that of Class 4, but individuals in this group 
perceive positive emotions as useful. Therefore, it repre-
sents a group showing distinct perceptions of usefulness 
for both types of emotions. Consequently, this group 
was named the “High Positive Usefulness Group (HPU). 
Table  3 presents the latent class model estimation, and 
Fig.  1 illustrates the estimation results for the 4-latent 
group model.

Differences in emotional competence and level 
of relationship conflict within the team
To investigate potential differences in emotional com-
petence and levels of relationship conflict within the 
team among the latent groups distinguished by the level 
of leaders’ beliefs about emotion usefulness, an analysis 

Table 2  Mean posterior probabilities

Class Mean posterior probabilities

1 2 3 4

1 0.917 0.069 0.014 0.000

2 0.047 0.856 0.060 0.037

3 0.033 0.168 0.798 0.000

4 0.000 0.087 0.000 0.913

Table 3  Latent class model estimation

Class 1 (HU) High Usefulness Group, Class 2 Reference Group, Class 3 (HPU) High Positive Usefulness Group, Class 4 (LU) Low Usefulness Group

Latent Classes

Total Class 1
(HU)

Class 2 (reference) Class 3
(HPU)

Class 4
(LU)

N(%) 100%
(n = 326)

18.71%
(n = 61)

58.28%
(n = 190)

10.12%
(n = 33)

12.88%
(n = 42)

M SD M SD M SD M SD M SD

Positive Emotion Usefulness 8.14 2.87 5.01 0.94 8.49 1.34 5.94 1.25 13.17 1.61

Negative Emotion Usefulness 10.83 2.95 7.07 1.79 10.94 2.02 13.93 1.68 13.32 1.69

Fig. 1 Estimation results of 4-latent group model
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of variance (ANOVA) was performed. The four latent 
groups were treated as independent variables, while the 
T-TMMS scale scores [14] and relationship conflict scale 
scores [27] were regarded as outcome variables.

For the three dimensions of emotional competence 
within the team, namely emotional attention, clarity, 
and repair as measured by the T-TMMS, significant dif-
ferences among groups were noted in the repair dimen-
sion following post hoc tests. It was found that both the 
“HU” and the “HPU” groups exhibited higher levels of 
emotional repair compared to the “Reference Group” and 
the “LU” group. This suggests that leaders who perceive 
emotions as useful, even for one of the two types, tend 
to actively engage in and make efforts toward emotional 
recovery within the team.

Regarding relationship conflicts, both the “HU” and the 
“HPU” groups were found to exhibit low levels of rela-
tionship conflict. In contrast, the “Reference Group” dis-
played a higher level of relationship conflict. Notably, the 
“LU” group, characterized by the belief that both types of 
emotions are not useful, reported experiencing the high-
est level of relationship conflict.

In summary, leaders’ beliefs about the usefulness of 
emotions appear to particularly influence differences in 
team emotional competence and relationship conflict, 
especially in  situations requiring efforts for emotional 
recovery during team conflicts. Groups led by lead-
ers who perceive all emotions as unnecessary and use-
less, regardless of emotional valence, demonstrated less 
engagement in team emotional recovery efforts and 
higher levels of relationship conflict. This suggests that 
leaders’ attitudes toward emotions play a crucial role in 
shaping team dynamics and conflict resolution strategies. 
Table 4 presents the detailed results of the differences in 
emotional competence and relationship conflict among 
the latent groups.

Discussion
Theoretical implications
Throughout our investigation, we aimed to test the 
hypothesis that varying beliefs among team leaders 
regarding the usefulness of emotions would lead to dis-
cernible differences in both emotional competence lev-
els and the occurrence of relational conflicts within their 
teams. Employing latent profile analysis, we categorized 
participants into four distinct latent groups, each defined 
by unique emotional belief profiles. This rigorous clas-
sification process relied on stringent criteria, including 
information criterion indices, likelihood ratio test sta-
tistics, and nuanced group characteristics. Among these 
groups, the Reference Group (58.28%) served as a foun-
dational benchmark against which we juxtaposed the 
remaining three groups: the HU Group (18.17%), valuing 

the utility of both positive and negative emotions; the 
HPU Group (10.12%), endorsing solely positive emo-
tions; and the LU Group (12.88%), attributing no discern-
ible utility to either positive or negative emotions. Our 
examination primarily focused on emotional competency 
levels and relational conflicts within the team. Our find-
ings provided support for Hypotheses 1, 2, and 3, reveal-
ing that the HU Group and the HPU Group exhibited 
superior emotional recovery capacities compared to the 
Reference Group and the LU Group. These findings high-
light the potential for robust beliefs in the utility of emo-
tions to bolster strategies for emotional recovery amidst 
relational conflicts within teams. While this study centers 
on the leader’s role in emotional management, it is essen-
tial to recognize the influence of team members’ emo-
tional intelligence. Teams with emotionally intelligent 
members are better equipped to manage emotions col-
lectively, which can further enhance the effectiveness of 
the leader’s emotional management strategies. However, 
this study does not address the impact of individual or 
collective emotional competencies of team members, as 
the focus is primarily on the leader’s pivotal role in guid-
ing emotional expression and regulation within the team. 

Table 4 Differences inemotionallcompetencee 
andrelationshippconflictt in Team Level

Note: * p < .05, **p < .01, ***p < .001

M Mean, SD Standard Deviation, HU High Usefulness Group, Reference Reference 
Group, HPU High Positive Usefulness Group, LU Low Usefulness Group, 
T-TMMS Team-Trait Meta Mood Scale

Variables Latent Class M SD F Post test 
(Scheffe)

T-TMMS
Attention

1. HU 14.45 4.07 2.99* 2,1,4,3

2. Reference 13.54 2.42

3. HPU 14.66 3.21

4. LU 14.45 2.31

Total 13.94 2.89

T-TMMS
Clarity

1. HU 14.24 3.99 3.44* 2,4,1,3

2. Reference 13.21 2.48

3. HPU 14.33 3.30

4. LU 14.16 2.03

Total 13.64 2.89

T-TMMS
Repair

1. HU 16.04 3.47 8.55*** 4,2**<1,3
2. Reference 14.47 2.70

3. HPU 16.27 2.67

4. LU 14.09 2.30

Total 14.90 2.91

Relationship
Conflict

1. HU 5.73 2.60 18.29*** 3,1 < 2*<4***
2. Reference 6.75 2.14

3. HPU 5.51 2.26

4. LU 8.78 2.41

Total 6.69 2.45
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As such, our study contributes to the field by advancing 
four critical conceptual implications.

Firstly, building upon the framework of AET [2], our 
study demonstrates the power of leaders’ emotion beliefs 
that wield a significant influence over both the team’s 
adeptness in managing emotional experiences and the 
prevalence of relational conflicts. The underlying mecha-
nism was also hinted by utilizing the T-TMMS, a multidi-
mensional scale assessing emotional competence. While 
our study refrained from explicitly delineating emotional 
competence into its constituent dimensions of clarity, 
attention, and repair within the hypotheses, it’s impera-
tive to recognize that these dimensions are often inter-
twined and may not manifest autonomously. Emotional 
competence, as a multifaceted construct, encompasses 
various facets of emotional functioning, including the 
ability to perceive, understand, and regulate emotions 
effectively. By framing our hypotheses in broader terms 
related to emotional competency levels and relational 
conflicts within the team, we facilitated a comprehensive 
examination of the overarching impact of leaders’ emo-
tional beliefs on team dynamics.

Furthermore, our findings revealed the mechanism of 
emotional repair as a constituent element of emotional 
competence, alongside clarity and attention. While emo-
tional clarity and attention exhibited no statistically sig-
nificant differences across the identified groups, our 
exploration unveiled intriguing insights into the role of 
emotional repair in navigating relational conflicts within 
the team. Grounded in AET [2], which posits that leaders’ 
emotional actions can significantly shape team dynamics, 
our findings suggest that leaders endorsing the usefulness 
of emotions may be better positioned to facilitate emo-
tional repair processes within their teams. This implies 
that fostering a culture that encourages the recognition 
and effective management of emotions, guided by leaders 
who espouse the usefulness of emotions, could serve as a 
pivotal mechanism for resolving relational conflicts and 
enhancing overall team effectiveness.

Among the three dimensions of T-TMMS, clarity 
and attention showed no significant differences, sug-
gesting that other factors, such as the belief in emotion 
controllability rather than the belief in the usefulness of 
emotions, might influence these dimensions. In a study 
by Becerra et  al. [44], beliefs in emotion controllability 
were found to be related to specific emotion regulation 
strategies, such as cognitive reappraisal, while beliefs in 
usefulness were less related. This indicates that different 
types of emotional beliefs might differentially relate to 
various dimensions of emotional regulation capabilities. 
Exploring the role of beliefs in emotional controllabil-
ity in organizational relational management, including 
dimensions such as clarity and attention, could also be 

beneficial. By understanding how leaders’ beliefs in their 
ability to control emotions influence their emotional reg-
ulation strategies, organizations can better support lead-
ers in developing more effective emotional management 
practices.

Secondly, our study elucidates the intricate dynam-
ics of leadership and emotion, shedding light on how 
an individual, such as a team leader, impacts the collec-
tive dynamics and emotional climate of the entire team. 
Negative interpretations and evaluations of emotions 
at the personal level can make emotional experiences 
daunting, leading to challenges in adaptive responses and 
often resulting in maladaptive coping strategies such as 
avoidance [45]. Recent research indicates that these indi-
vidual-level processes extend beyond personal bounda-
ries, influencing complex contexts like organizational 
interactions, where leaders play pivotal roles in decision-
making within teams. Interactions among organizational 
members frequently involve the expression of emotions, 
encompassing both positive and negative aspects. Ste-
phens and Carmeli [11] underscore the significance of 
negative emotional expression within organizations, 
advocating for the embracing and expression of negative 
emotions to enhance knowledge creation capabilities and 
project performance. Despite the functional role of emo-
tions in the workplace, they are often overlooked [46]. 
This study aims to bridge this gap by examining the func-
tional role of effectively managing emotions, particularly 
emphasizing the need for a healthy approach to dealing 
with negative emotions to facilitate problem-solving and 
communication within teams.

Strategies for perceiving, interpreting, and evaluating 
emotional experiences vary among individuals. Nega-
tive interpretations and evaluations about emotions at 
the personal level are known to make emotions daunting, 
making it challenging to approach emotional experiences 
adaptively, and are often associated with maladaptive 
coping strategies such as avoidance [45]. With reference 
to the results of this study, it appears that differences in 
the interpretation and evaluation of emotions influence 
not only individuals at a personal level but also have 
a significant impact within complex contexts, such as 
organizational interactions, where leaders play a crucial 
role in decision-making within teams.

Thirdly, the findings imply a positive role for nega-
tive emotions within a work organization. Interactions 
among members within an organization often involve 
the expression of emotions. Stephens and Carmeli [11] 
underscore the significance of negative emotional expres-
sion within organizations. Recognizing the emotional 
ambivalence inherent in both positive and negative emo-
tions [47], they advocate for creating an atmosphere that 
embraces negative emotions within the team and allows 
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their expression, as this contributes to the development 
of knowledge creation capabilities and enhances project 
performance. Despite emotions in the workplace often 
being overlooked [46], this study highlights the func-
tional role of effectively managing emotions in facilitat-
ing communication for problem-solving, emphasizing 
the need for a healthy approach to dealing with negative 
emotions.

In our study, as team leaders perceived the usefulness 
of not only positive emotions but also negative emo-
tions, efforts for team emotional repair increased, and 
conflict levels decreased. However, there was no signifi-
cant difference between the HU Group, which acknowl-
edges the usefulness of both types of emotions, and the 
HPU Group, which acknowledges the usefulness of posi-
tive emotions. Individuals who perceive even negatively 
regarded emotions such as anger, frustration, and irrita-
tion as useful are likely to have a better understanding 
of the functional aspects of negative emotions. At the 
individual level, emotions facilitate decision-making and 
prepare for action. At the group level, emotions facilitate 
communication and influence others [48]. Expressing 
negative emotions constructively can lead to functional 
outcomes. The lack of a clear distinction between the 
HU Group and the HPU may be because this study did 
not adopt variables that could sensitively capture group 
differences in the utility beliefs of negative emotional 
expressions as dependent variables.

Fourthly, the study delved into differences in relational 
conflicts among the groups. The findings illuminated 
that teams led by the HU Group and the HPU experi-
enced lower levels of relational conflicts compared to 
their counterparts in the other two groups. This observa-
tion underscores the central hypothesis of this research, 
asserting that leaders’ emotional beliefs can profoundly 
influence the team’s response to emotional events, their 
competency in managing such events, and the behavioral 
manifestation of conflicts within the team.

In the same vein, an exploration of the mechanisms 
underlying these differences in relational conflicts unveils 
intriguing insights into the interplay between leaders’ 
emotional beliefs and team dynamics. Specifically, lead-
ers who endorse the utility of both positive and nega-
tive emotions are likely to foster an environment that 
encourages open expression and constructive handling 
of emotions, thereby mitigating the emergence of con-
flicts. In contrast, leaders who predominantly emphasize 
the usefulness of positive emotions may still contribute 
to a positive emotional climate but might overlook the 
importance of addressing negative emotions adequately, 
potentially leaving underlying tensions unresolved. This 
nuanced understanding underscores the complexity of 
emotional dynamics within teams and emphasizes the 

critical role of leaders’ beliefs in shaping team interac-
tions and outcomes.

Practical implications
In addition to presenting theoretical and conceptual 
advancements, our study offers practical implications 
for enhancing leadership capabilities within teams by 
emphasizing the integration of leaders’ emotional beliefs 
into existing leadership development programs. While 
traditional programs often prioritize conflict resolu-
tion skills, our research suggests that enhancing leaders’ 
awareness of emotions’ functional dimensions is cru-
cial for effective conflict management. By incorporating 
modules on emotional beliefs and their impact on team 
dynamics, organizations can equip leaders with tools to 
proactively navigate emotional challenges. For instance, 
Boyar et al. [49] proposed a leadership training program 
integrating emotional intelligence and beliefs, empha-
sizing emotional awareness and regulation for manag-
ing team dynamics and conflicts. Through experiential 
learning and case studies, participants gain insights into 
applying these concepts in real-world scenarios. Reflec-
tive exercises and peer discussions deepen leaders’ 
understanding of emotional beliefs’ impact on team 
interactions, fostering a culture of emotional intelligence 
and collaboration within organizations.

Moreover, drawing insights from research by Zhang 
et al. [50], which explores how teachers’ emotional beliefs 
impact learning engagement during online training, our 
study advocates for tailored leadership training initiatives 
that cater to individual leaders’ unique emotional belief 
profiles. By leveraging assessments to discern leaders’ 
beliefs regarding the utility of emotions, organizations 
can tailor training programs to target areas of improve-
ment more precisely. For instance, leaders who perceive 
negative emotions as less advantageous, as identified 
through assessments, may benefit from interventions 
aimed at reframing their perceptions and fostering a 
more balanced understanding of the roles of both positive 
and negative emotions in team dynamics. This approach, 
while initially developed in educational contexts, holds 
significant potential for leadership development, empha-
sizing the importance of addressing emotional beliefs to 
enhance leadership effectiveness within organizations.

Furthermore, in light of the demonstrated impact of 
emotional intelligence and regulation on leadership effec-
tiveness, as highlighted by Edelman and van Knippenberg 
[51], our research underscores the critical importance of 
promoting emotional awareness and regulation in leader-
ship training programs. Cultivating an environment that 
encourages leaders to reflect on their emotional beliefs 
and develop strategies for effective emotional regulation 
can nurture emotionally intelligent leaders proficient in 
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managing team dynamics and averting conflicts before they 
escalate [52]. This proactive approach not only fosters a 
culture that values emotional intelligence but also encour-
ages open communication and collaboration among team 
members, thereby enhancing organizational effectiveness.

Lastly, our study yields practical implications that hold 
significant relevance for enhancing leadership capabilities 
within teams. Drawing on insights from seminal works 
such as Edmondson [53], our research highlights the 
critical importance of fostering a culture of psychologi-
cal safety within organizations. By creating an environ-
ment where team members feel safe to express emotions, 
even if it’s negative, organizations can promote open com-
munication, learning, and team effectiveness. Further-
more, Edmondson’s [54] work provides practical insights 
for leaders and organizations on fostering psychological 
safety, emphasizing the importance of creating an envi-
ronment where employees feel comfortable taking risks, 
sharing vulnerabilities, and collaborating openly. Build-
ing upon this foundation, organizations are encouraged to 
foster a culture of psychological safety where leaders feel 
empowered to openly discuss their emotional beliefs and 
seek support when needed. Creating avenues for leaders 
to engage in regular dialogue about emotions and their 
impact on team dynamics can foster a culture of trust and 
mutual respect within the organization. By establishing 
an environment where leaders feel secure in sharing their 
perspectives on emotions without fear of judgment or 
reprisal, organizations can cultivate open communication 
and collaboration, ultimately bolstering team emotional 
competence and mitigating the likelihood of conflicts.

Limitations and future research directions
This study has several limitations that suggest directions 
for future research. Firstly, it is based on the emotional 
events theory, which primarily focuses on the emotional 
experiences and responses of leaders within teams. How-
ever, it lacks a comprehensive examination of the emo-
tion beliefs held by team members themselves.1 Future 

research should aim to address this gap by including 
measurements of team members’ emotion beliefs. By 
incorporating perspectives from all team members, 
researchers can gain a more holistic understanding of 
emotional dynamics within teams and their impact on 
team performance and problem-solving behaviors. Addi-
tionally, exploring the interplay between leaders’ emo-
tion beliefs and those of team members could provide 
valuable insights into how shared beliefs influence team 
dynamics and outcomes. By addressing these limitations 
and advancing our understanding of emotion beliefs at 
both the leader and team member levels, future research 
can contribute to the development of more effective 
interventions and strategies for promoting emotional 
intelligence and teamwork in organizational settings.

Secondly, future studies could employ longitudinal or 
experimental designs to investigate the causal relation-
ships between emotion beliefs, team processes, and per-
formance outcomes, allowing for a deeper understanding 
of the mechanisms underlying emotional competence 
within teams. It should be noted that, in this study, emo-
tional competence and conflict levels were measured 
based on surveys, lacking a measurement of “actual” 
behavior in team conflict situations. Future research 
could benefit from approaching situations where emo-
tional exchanges occur in emotional conflict situations 
based on the level of emotional beliefs and measuring the 
actual level of effort in recovering and resolving conflicts. 
This approach would provide a more realistic assessment 
of team behavior in conflict situations.

Furthermore, it was expected that groups recognizing 
and feeling the usefulness of both positive and negative 
emotions would show relatively more positive outcomes 
compared to other latent groups. However, no clear 
level differences in dependent variables were observed. 
As mentioned earlier, this might be due to the absence 
of variables that could sensitively capture the role of 
negative emotion usefulness beliefs. Therefore, in future 
research, it is crucial to closely examine how team leaders 
who understand the function and usefulness of negative 
emotions exert distinctive influence on team members 
and within the team.

Thirdly, contrary to the expectation outlined in 
Hypothesis 4, a group that perceives negative emotions 
as useful while not finding positive emotions useful was 
not identified. The Reference Group, encompassing the 
majority of research participants, also tends to perceive 
less usefulness for negative emotions. Overall, the results 
suggest that, in general, most people evaluate positive 
emotions as relatively more useful and positive compared 
to negative emotions. In the future studies, these topics 
can be explored more by finding cases where high nega-
tive emotion usefulness and LPU coexist.

1  To address the reviewer’s concern about the potential for Common 
Method Bias (CMB), the marker variable approach was used to test the 
influence of Common Method Variance (CMV) [55, 56]. The results indi-
cated that the impact of CMV was negligible in that: [1] The chi-square dif-
ference test between the Confirmatory Factor Analysis (CFA) model with 
a marker variable and the CFA model without a marker variable was not 
significant [2], There were negligible differences in factor correlations and 
factor loadings between the two models, and [3] None of the factor load-
ings on the marker variable were significant. These findings are summarized 
in additional file. The marker variable chosen for this analysis was Diener’s 
Satisfaction with Life Scale [57]. This variable was selected because it is 
theoretically unrelated to the primary constructs under investigation in the 
study. Specifically, while our study focuses on emotion beliefs and emotion 
competence, life satisfaction measures a broader subjective well-being con-
cept, which is distinct from the psychological or behavioral constructs we 
aim to assess. These findings are summarized in additional file.
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Fourthly, it should be noted that this study targeted 
individuals in leadership positions within the South 
Korean workplace, where there was a higher propor-
tion of male team leaders. This gender imbalance may 
have implications for the generalizability of the findings. 
Additionally, there may be limitations in generalizing 
the results of latent profile analysis conducted in a single 
cultural context to different cultural contexts. Therefore, 
future research should aim to achieve gender balance 
and explore whether the findings of this study can be 
applied to other cultural contexts [58]. In the Korean 
context, distinct patterns of emotional expression are 
influenced by cultural norms and societal expectations. 
A recent study by Steers and Shim [59] has confirmed 
the relevance of cultural dimensions, such as strong col-
lectivism, in understanding Korean business leadership 
behaviors and organizational cultures. This emphasizes 
the importance of ongoing exploration into how cultural 
factors shape leadership dynamics. Moreover, it is crucial 
to acknowledge that female managers may moderate the 
relationship between job stress and emotional labor for 
public employees in male-dominated organizations. The 
study conducted in Korea provides evidence that gender 
dynamics play a significant role in shaping employees’ 
experiences of stress and emotional labor within organi-
zational contexts [60].

Lastly, a limitation of this study is the focus on the 
leader’s emotional intelligence without accounting for a 
possible impact by the emotional competencies of team 
members. Future research should explore the interplay 
between leaders’ and team members’ emotional compe-
tencies to provide a more comprehensive understanding 
of team emotional dynamics.
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