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Despite the fact that studies on self-determination theory have traditionally
disregarded the explicit role of emotions in the motivation eliciting process,
research attention for the affective antecedents of motivation is growing. We add to
this emerging research field by testing the moderating role of emotion differentiation
–individual differences in the extent to which people can differentiate between
specific emotions– on the relationship between twelve specific emotions and
intrinsic motivation. To this end, we conducted a daily diary study (N572) and an
experience sampling study (N534). Results showed that the relationship between
enthusiasm, cheerfulness, optimism, contentedness, gloominess, miserableness,
uneasiness (in both studies 1 and 2), calmness, relaxation, tenseness, depression,
worry (only in Study 1) on one hand and intrinsic motivation on the other hand was
moderated by positive emotion differentiation for the positive emotions and by
negative emotion differentiation for the negative emotions. Altogether, these
findings suggest that for people who are unable to distinguish between different
specific positive emotions the relationship between those specific positive emotions
and intrinsic motivation is stronger, whereas the relationship between specific
negative emotions and intrinsic motivation is weaker for people who are able to
distinguish between the different specific negative emotions. Theoretical and
practical implications are discussed.
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Introduction
Motivation is central to the functioning of organizations and their employees.
Motivated employees perform well, are more satisfied and committed to their
jobs, and are less absent [1–4]. Because of the central role of motivation for both
the individual and the organization, a thorough understanding of the mechanisms
underlying it is crucial, both from a theoretical and a practical point of view.
Throughout the years, this awareness has led to the development of a series of
motivation theories such as equity theory [5], expectancy theory [6], and
incentive theory [7]. Among this multitude of motivation theories, the most
popular and comprehensive one at present is without doubt self-determination
theory (SDT). SDT combines insights of several of the more traditional
motivation theories, and is empirically supported in numerous domains such as
education [8], sports [9], psychotherapy [10], health care [11], and work and
organizational psychology [12–14].
One of the core ideas of SDT is that motivation is elicited by the satisfaction of
three basic psychological needs (i.e., the need for autonomy, competence, and
relatedness). As a result, research on SDT has traditionally focused on the
predictive role of satisfaction of these three basic psychological needs for
motivation. Recently, however, there is growing awareness that motivation (in
SDT) is not only triggered by general need satisfaction, but also by more specific
affective experiences [15, 16].
Despite recent support for the key role of emotions in the motivationgenerative process of SDT, research on the boundary conditions of this
relationship is missing. This is an important limitation as such research would
allow the identification of conditions under which emotions relate to motivation,
thereby leading to a better understanding of the mechanisms underlying the
relationship between emotions and motivation. To address this limitation, we
introduce the concept of emotion differentiation, or the extent to which people
experience their emotions as a single affective state (i.e., low emotion
differentiation) rather than specific, well-separated affective states (i.e., high
emotion differentiation). Because individual differences in emotion differentiation not only affect the affective experiences themselves [17, 18], but also the
extent to which these affective experiences drive subsequent behaviors [19–21], we
expect emotion differentiation to moderate the relationship between the different
specific emotions and intrinsic motivation.
In what follows, we first elaborate on SDT, then we discuss the role of emotions
within SDT; subsequently, we define the concept of emotion differentiation; and
finally, we explain why emotion differentiation is hypothesized to moderate the
relationship between emotions and intrinsic motivation.

Self-determination theory
According to SDT, motivation can be subdivided in two major categories, namely
controlled and autonomous motivation. When employees are autonomously
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motivated, they experience a sense of volition and participate in activities that are
in line with their own interests and values. In SDT, this type of motivation is
further divided into identified and intrinsic motivation; employees who
experience identified motivation engage in activities because these activities fit with
their personal goals, whereas employees who are intrinsically motivated do things
because they find them enjoyable and interesting as such. Controlled motivation,
in turn, refers to performing activities because of internal or external pressure
[22]. Two subtypes can further be distinguished, namely external and introjected
motivation. When employees perform certain behaviors to avoid punishment or
to receive a reward, they are externally motivated, whereas introjected motivated
employees engage in activities to avoid feelings of shame and guilt [23].
According to SDT, intrinsic motivation should be considered the superior type
of motivation, and in line with this claim, research has shown that it relates to
positive work outcomes such as increased vitality and well-being [24], cognitive
engagement [25], effective performance [26], work effort [27], and knowledge
sharing [28]. Moreover, previous research has demonstrated that emotions are of
key importance in the elicitation of intrinsic motivation as it refers to ‘‘the
engagement in an activity for its own sake, that is, for the satisfaction and enjoyment
experienced during the course of the activity itself’’ [23]. Because of these reasons,
we will focus on intrinsic motivation in the present paper.

The role of emotions within SDT
According to SDT, motivation results from the degree to which the person
perceives the fulfillment (or thwarting) of three basic psychological needs: the
need for autonomy, competence, and relatedness [29]. To satisfy their need for
autonomy employees must be able to make their own choices and behave
according to their own interests and values. The need for competence will be
satisfied when employees feel capable and effective. Finally, employees who feel
accepted by their colleagues and feel connected to them will have their need for
relatedness satisfied. Intrinsic motivation is then the result of the fulfillment of
those three needs, while thwarting of these needs would result in controlled
motivation [8, 9, 22].
Although SDT acknowledges that the three basic psychological needs contain
both a cognitive and an affective component [29, 30], there are only few SDT
studies that have focused on the explicit role of emotions in the motivationgenerative mechanism. This treatment of emotions is surprising, as research in the
emotion domain has convincingly shown that emotions and motivation are
inextricably linked [31]. In particular, according to the componential approach to
emotions, an emotion consists of different emotion components, with one of
them –the action readiness component– specifically referring to the readiness or
unreadiness to interact with the environment. Indeed, the componential approach
to emotions states that, when people encounter a certain situation, they evaluate
whether the situation is relevant or not for their own well-being (i.e., does it harm
or favor the individual’s concerns?), and when deemed relevant, the action
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readiness component –together with the other components– is activated to deal
with this situation [32, 33]. From this conceptualization of emotions, it is clear
that emotions are directly related to motivation, and in line with this, studies have
shown that emotions play an important role in the elicitation of motivation in
general [34–38], and intrinsic motivation in particular [15, 16]. For example, it
has been demonstrated that people who experience positive emotions are more
motivated for a pleasant task [15], experience more interest and enjoyment while
carrying out the task [39–41], and continue to work longer on less pleasant, and
even uninteresting tasks [15]. Moreover, Vandercammen, Hofmans, and Theuns
[16] found that emotions partially mediated the relationship between need
satisfaction and intrinsic motivation, thereby explicitly demonstrating that
emotions are important in the elicitation of intrinsic motivation. However,
whereas previous research has demonstrated that emotions play a key role in the
motivation-generative process [15, 16], –to our knowledge– there has been
virtually no research on the boundary conditions of this relationship. This is an
important issue as research on the boundary conditions of the emotionmotivation relationship would allow the identification of the circumstances under
which emotions relate to motivation, thereby leading to a better understanding of
the mechanisms underlying this relationship. In the present paper, we will address
this issue by studying how individual differences in the extent to which people are
able to differentiate between different specific emotions –a concept that is referred
to as emotion differentiation [17, 18] – affect the emotion-motivation relationship.

Emotion differentiation
Emotion differentiation pertains to the extent to which people parse their
emotional experiences in a differentiated fashion [42]. People low in emotion
differentiation (hereafter called poor differentiators) have difficulties disentangling different emotions of the same valence and therefore have the tendency to
distinguish emotions based on the fact that they are pleasant or unpleasant
[17, 18]. In other words, these people treat a range of like-valence terms
interchangeably [42]. Conversely, people high in emotion differentiation (hereafter called good differentiators) experience emotions in a differentiated manner
and are therefore capable of clearly distinguishing different emotions of the same
valence. For example, whereas poor differentiators have difficulties separating
anger and sadness, this is not a problem for good differentiators [17, 18]. Also,
while poor differentiators use general positive-negative terms to express their
feelings, good differentiators can express their emotions in a precise way [18].
In the present paper, we study the impact of emotion differentiation on the
relationship between six positive and six negative specific emotions and intrinsic
motivation. As it has been shown that emotion differentiation for positive and
negative emotions are not necessarily strongly related within the same person
[43], we will distinguish between positive and negative emotion differentiation in
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the remainder of the paper. By doing so, we want to contribute to a better
understanding of the emotion-intrinsic motivation relationship.

Emotion differentiation as a moderator of the relationship between
specific emotions and intrinsic motivation
We hypothesize that the relationship between different specific negative emotions
and intrinsic motivation will be weaker for people who are high on negative
emotion differentiation (hereafter called good negative differentiators) than for
people who are low on negative emotion differentiation (hereafter called poor
negative differentiators) (Hypothesis 1). A first reason is that it has been found
that good negative differentiators manage their emotions –and especially the
negative ones– better [42]. As a consequence, these people are better in downregulating the negative influence of their negative emotions on intrinsic
motivation. Second, good negative differentiators have higher levels of selfawareness so that they are better at distinguishing the causes and effects of their
current emotions [18, 44–46]. This understanding of their emotions –in
combination with good emotion-regulation capacities– should put good negative
differentiators in a position in which they are less (negatively) influenced by their
negative emotions as they can better control these emotions and their
consequences. Third, poor negative differentiators traditionally experience a
mixture of negative emotions when one particular negative emotion is triggered.
For example, when people are alarmed by some negative event, they typically start
to worry [47]. Whereas good negative differentiators will only experience worry,
poor negative differentiators will mix up this particular emotion (worry) with
other negative emotions like tension, uneasiness, gloominess, depression, and
miserableness. Because poor negative differentiators experience a mixture of
negative emotions in such situations, we expect their overall negative experience
to be stronger, thereby intensifying the negative relation between the negative
emotion and intrinsic motivation. In line with this explanation, Demiralp and
colleagues [43] found that, compared to healthy individuals, depressed people
have more difficulties to differentiate negative emotions. When such people
encounter a situation that triggers the experience of a particular negative emotion,
they immediately get into a general negative mood. Consequently, they experience
a whole set of negative emotions at the same time, thereby intensifying their
(negative) emotional experience.
For positive emotion differentiation, we expect a similar mechanism to hold
true in the sense that we hypothesize that people low on positive emotion
differentiation show larger increases in intrinsic motivation in response to the
experience of specific positive emotions than people high on positive emotion
differentiation. The reason is that people low on positive emotion differentiation
not only have increased levels of positive emotional reactivity [48], but that they
also react more strongly to the positive emotions they experience [21]. In
particular, Selby et al. [21] showed that for people low in positive emotion
differentiation, momentary positive emotions predicted more weight loss
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behaviors in anorectic people than for people high in positive emotion
differentiation. One reason for this might be that people low in positive emotion
differentiation (poor positive differentiators) tend to experience a mixture of
positive emotions when one particular positive emotion is triggered, whereas
people high in positive emotion differentiation (good positive differentiators)
experience only that specific positive emotion. For example, when enthusiasm is
triggered in poor positive differentiators, they do not only experience enthusiasm,
but rather a global positive feeling resulting from a mix of different positive
emotions. As such a mix of different positive emotions consists a stronger positive
emotional experience, we expect the relationship between the specific positive
emotions and intrinsic motivation to be stronger for poor positive differentiators
(Hypothesis 2).
Note that we argue that being a poor differentiator might be helpful when it
pertains to positive emotions, while it is dysfunctional when it concerns negative
emotions. Although this idea is in line with the claim of Tugade, Feldman Barrett,
and Gross [49] that a lack of emotion differentiation is not always negative,
research on the positive consequences of poor emotion differentiation is very
scarce. This can be seen in previous studies that have shown that poor
differentiators are worse at coping [49], in detecting affective signals in others
[50], and in regulating their emotions [42]. One reason for this almost exclusive
focus on the downsides of poor emotion differentiation is that nearly all studies
have focused on negative emotion differentiation. The present study thus
contributes to the literature on emotion differentiation by studying both negative
and positive emotion differentiation.
The specific emotions that were included in our study were chosen based on the
circumplex model of emotions [51]. This model categorizes emotions according
to two orthogonal axes: valence and arousal. The valence axis categorizes
emotions based on the pleasantness/unpleasantness dimension, whereas the
arousal axis categorizes emotions based on the amount of arousal or activation
[51, 52]. These axes are important for emotion differentiation as it has been
demonstrated that people who focus more on the arousal axis are better
differentiators than people who focus on the valence axis [53, 54]. To cover all
quadrants of the circumplex model, we selected three emotions per quadrant that
are highly relevant in a work context [55]: optimism, cheerfulness, and
enthusiasm for high valence and high arousal; relaxation, contentment, and
calmness for high valence and low arousal; gloominess, miserableness, and
depression for low valence and low arousal, and worry, uneasiness, and tension for
low valence and high arousal [51]. Note that in this context depression refers to an
emotion (i.e., a momentary and dynamic state).
Because emotions and motivation are dynamic concepts that vary strongly
within the individual [56–58], and because our theorizing regarding the effect of
emotions on motivation takes place at the within-person level, we chose to study
the within-person relationship between emotions and motivation. To this end, we
examined the moderating role of emotion differentiation (a stable characteristic)
on the relationship between within-person variation in emotions and within-

PLOS ONE | DOI:10.1371/journal.pone.0115396 December 17, 2014

6 / 22

Moderating Role Emotion Differentiation

person variation in motivation by means of a daily diary study and an experience
sampling study. The specific combination of these two studies, each with a
different design, allows cross-validating our findings.

Study 1
In a first study, we tested the moderating effect of positive and negative emotion
differentiation by means of a daily diary study in which employees were asked to
report on their emotions and the level of intrinsic motivation experienced during
a task they performed that day. The data of this study were also used in another
publication on the mediating role of positive and negative effect in the
relationship between need satisfaction and intrinsic motivation [16].

Method
Participants

Seventy-one Belgian employees and one trainee from 22 different companies, 38
men and 34 women, consented to take part in the study. The mean age of the
participants was 37.06 years (SD510.79). Most participants were fulltime
employed (97.2%).
Procedure

Before the start of the diary study, participants signed an informed consent and
filled in some demographic questions. At the end of each of 10 consecutive
working days they received an email with a link to an online survey. First,
participants were required to recall one particular task they had performed during
that same working day. This task could be any task of their own choice. Next,
participants were required to answer questions pertaining to their basic
psychological needs, motivation, and emotions with respect to this task. To
facilitate recall, participants first had to describe the task in a few keywords.
Participants, for example, reported doing data analysis, following or leading a
meeting, or making a presentation. In total, 522 responses were collected, which
corresponds to a response rate of 72.29%. On average, each participant filled out
7.15 questionnaires. Note that we did not ask permission for this study to a review
board as no intrusive questions were asked. We only asked employees to report
their feelings and motivation.
Measurements

All questions were selected from valid and reliable questionnaires. We changed the
questions to measure experiences referring to the selected task. All items had a sixpoints rating scale from totally disagree (1) to totally agree (6). In the present paper
we focus only on emotions and intrinsic motivation.
Emotions were assessed with the QEEW [55], which measures the four
quadrants of the affective circumplex model [52]. A sample item of this
questionnaire is: ‘‘I felt tense during this task’’.
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Intrinsic motivation was assessed with the two items from the interest/
enjoyment subscale of the intrinsic motivation inventory [60] with the highest
factor loadings (for a similar procedure, see [16]). These items measure two
central aspects of intrinsic motivation, namely interest and enjoyment [22]. These
items were ‘‘I found my task very interesting’’ and "I would describe the task as
very enjoyable". We used only two items of the intrinsic motivation inventory to
reduce the response burden on the participants (see [61, 62]).
Analysis

An index of emotion differentiation was obtained for each individual by
computing the intra-class correlation coefficient (ICC) between the emotion
ratings of that individual across the different emotion assessments. Because the
ICC reflects ‘‘the agreement among self-reported emotional states for each
measurement moment over time’’ [49], it is particularly useful for measuring
emotion differentiation. Because we distinguished between positive and negative
emotion differentiation, two ICCs were computed for each individual; one for the
positive and one for the negative emotions. High ICCs are then indicative of poor
emotion differentiation, and low ICCs of good emotion differentiation. Note that
measuring emotion differentiation by means of ICCs is common practice (see also
[49, 63, 64]) because, compared to self-reports, this approach is less susceptible to
social desirability biases and lack of self-insight about emotional intelligence [65].
In the next step, the moderating effect of emotion differentiation was tested. To
this end, we first tested a series of two-level regression models in which intrinsic
motivation was each time predicted from another specific emotion. Subsequently,
we tested whether the effect of the specific emotions on intrinsic motivation
varied across individuals (i.e., whether the slope was fixed or random). This was
done by testing the same model with and without a random slope, and by
comparing both models using a log-likelihood difference test. For reasons of
parsimony, non-significant random slopes (p..05) were trimmed. As a final step,
we tested a series of two-level regression models in which intrinsic motivation was
predicted by a specific emotion, emotion differentiation, and the cross-level
interaction between the specific emotion and emotion differentiation. To save
space, only the fixed effects are reported. All level-1 predictors (i.e., the different
emotions) were group-mean centered (or person-centered), while the level-2
predictors (i.e., the ICC9s) were grand-mean centered. By group-mean centering
the emotion scores, we removed all between-person variation from the data,
thereby allowing for an analysis of true within-person relationships. All analyses
were performed using version 1.1–6 of the lme4 package in R.

Results
Descriptive Statistics

The means, standard deviations, and correlations of the grand-mean centered
study variables are reported in Table 1 below the diagonal. Correlations between
level-1 variables (i.e., emotions and intrinsic motivation) were computed on
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3.94 (1.19)

15

4.40 (1.33)

.25 (.23)

.40 (.26)

2.54 (1.37)

1

2

.45**

.36**

.44**

.53**

-

.68**

3

.44**

.36**

.44**

-

.42**

.44**

4

.65**

.63**

-

.35**

.31**

.30**

5

.64**

-

.53**

.37**

.44**

.47**

6

-

.68**

.53**

.30**

.46**

.46**

.37**

2.01

2.11
.38**

.00

2.20
.36**

.00

2.13
.27**

2.01

2.01
.25**

.05

.08
.24**

.05

.07

2.42** 2.40** 2.33** 2.49** 2.44** 2.47**

2.39** 2.41** 2.41** 2.36** 2.33** 2.39**

2.27** 2.30** 2.27** 2.49** 2.62** 2.54**

2.33** 2.33** 2.33** 2.38** 2.40** 2.33**

2.42** 2.40** 2.43** 2.34** 2.37** 2.37**

2.39** 2.38** 2.32** 2.61** 2.66** 2.65**

.47**

.37**

.43**

.57**

.79**

-

7

2.22*

.11

.03

.55**

.44**

.61**

.43**

.41**

-

2.45**

2.59**

2.42**

2.50**

2.42**

2.38**

8

2.28**

.00

.29*

.48**

.55**

.31**

.57**

-

.45**

2.27**

2.29**

2.34**

2.36**

2.33**

2.32**

9

2.27**

2.17

.25*

.48**

.62**

.38**

-

.61**

.41**

2.34**

2.28**

2.32**

2.33**

2.50**

2.35**

10

2.17**

.04

2.16

.41**

.38**

-

.35**

.40**

.66**

2.48**

2.58**

2.29**

2.29**

2.32**

2.29**

11

2.27**

2.11

.40**

.52**

-

.42**

.73**

.63**

.49**

2.38**

2.33**

2.36**

2.43**

2.51**

2.38**

12

2.31**

.03

.19

-

.69**

.56**

.65**

.60**

.64**

2.43**

2.48**

2.42**

2.47**

2.55**

2.42**

13

2.17

.32**

-

2.21

2.19

2.32

2.21

2.18

2.23

.27

.23

.27

2.07

.19

.09

14

2.11

-

.45

.10

2.33

.05

2.32

2.33

2.07

2.05

2.13

.11

2.12

.30

.34

15

-

.19**

2.09

2.24**

2.17*

2.15*

2.20**

2.19**

2.16*

.22**

.18*

.14

.10

.26**

.24**

doi:10.1371/journal.pone.0115396.t001

The correlations of Study 1 can be found below the diagonal, above the diagonal are the correlations of Study 2.
Note: 15 enthusiastic; 25 cheerful; 35 optimistic; 45 contented; 55 calm; 65 relaxed; 75 tense; 85 gloomy; 95 depressed; 105 worried; 115 miserable; 125 uneasy;
135 intra-class correlation for negative emotions; 145 intra-class correlation for positive emotions; 155 intrinsic motivation; *p,.05; **p,.01.

.32 (.25)

.39 (.24)

13

14

1.87 (.96)

2.33 (1.15)

11

12

2.76 (1.54)

2.79 (1.22)

10

2.47 (1.18)

2.43 (1.26)

2.09 (1.05)

1.94 (.98)

2.68 (1.48)

8

2.70 (1.29)

7

4.42 (1.40)

4.84 (1.31)

4.98 (1.25)

4.62 (1.31)

4.16 (1.42)

3.71 (1.27)

Mean (SD)
study 2

9

3.99 (1.02)

3.76 (1.08)

5

4.13 (.98)

4

6

3.69 (1.15)

3.98 (1.01)

2

3

3.50 (1.13)

1

Mean (SD)
study 1

Table 1. Means, standard deviations and correlations (i.e., Correlations between level-1 variables (i.e., emotions and intrinsic motivation) were computed on group-mean centered
data, while correlations that involved level-2 variables (i.e., emotion differentiation), were computed on data that were aggregated to the person-level).

Moderating Role Emotion Differentiation

9 / 22

Moderating Role Emotion Differentiation

Table 2. Parameter estimates of Model 1 and Model 2 (diary study).
Model 1

Model 2

motivationij5b0j+b1jemij

motivationij5b0j+b1jemij+b2diffj+b3emijxdiffj

b0

b1

b0

b1

b2

b3

enthusiastic

3.88**

.50**

3.85**

.47**

.07

.70*

cheerful

3.88**

.48**

3.85**

.45**

.07

.86**

optimistic

3.88**

.57**

3.85**

.54**

.07

.60{

contented

3.89**

.41**

3.86**

.38**

.07

.81**

calm

3.89**

.36**

3.86**

.33**

.06

1.00**

relaxed

3.89**

.33**

3.86**

.28**

.07

1.16**

tense

3.88**

2.24**

3.87**

2.22**

.00

2.42*

gloomy

3.89**

2.39**

3.87**

2.38**

.00

2.43{

depressed

3.89**

2.44**

3.87**

2.35**

.00

2.86**

worried

3.89**

2.20**

3.87**

2.17*

2.00

2.55*

miserable

3.89**

2.44**

3.87**

2.36**

.00

2.87**

uneasy

3.89**

2.40**

3.87**

2.36**

2.00

2.53**

Note: motivation 5 intrinsic motivation; em 5 emotion; diff 5 intra-class correlation of positive or negative emotions; *p,.05; **p,.01, { ,.10.
doi:10.1371/journal.pone.0115396.t002

group-mean centered data, which implies that they reflect within-person
associations. Correlations that involved level-2 variables (i.e., emotion differentiation) were computed on data that were aggregated data to the person-level.
As such, these correlations reflect between-person differences. The correlations
show that all positive (respectively negative) emotions were positively correlated
(e.g., enthusiastic-cheerful: r5.79, p,.01; depressed-miserable: r5.62, p,.01),
while the positive and negative emotions related to each other in a negative way
(e.g., calm-tense: r52.66, p,.01). Intrinsic motivation was positively correlated
to all positive emotions (e.g., cheerful-intrinsic motivation: r5.38, p,.01) and
negatively to all negative emotions (e.g., uneasy-intrinsic motivation: r52.31,
p,.01).
Moderation Analysis

In a first series of models, we tested whether the different emotions were related to
intrinsic motivation. To this end, we tested all specific emotions in separate
multilevel regression models. The results of these analyses revealed that the
specific positive emotions related significantly and in a positive way, while the
specific negative emotions related significantly and in a negative way to intrinsic
motivation (see Table 2). In particular, positive relationships with intrinsic
motivation were found for enthusiasm (b15.50; p,.01), cheerfulness (b15.48;
p,.01), optimism (b15.57; p,.01), contentedness (b15.41; p,.01), calmness
(b15.36; p,.01), and relaxation (b15.33; p,.01), while negative relationships
were found for tenseness (b152.24; p,.01), gloominess (b152.39; p,.01),
depression (b152.44; p,.01), worry (b152.20; p,.01), miserableness
(b152.44; p,.01), and uneasiness (b152.40; p,.01).
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In the second series of models, we tested whether emotion differentiation
moderated the relationship between the different emotions and intrinsic
motivation. To this end, we predicted intrinsic motivation from one particular
specific emotion, emotion differentiation, and the (cross-level) interaction
between the specific emotion and emotion differentiation. Again, we estimated
different models for the different specific emotions. The estimates of these models
are shown in Table 2. In line with Hypothesis 1, we found that negative emotion
differentiation negatively moderated the relation between each specific emotion
and intrinsic motivation. In particular, a negative moderation effect was found for
tenseness (b352.42; p,.05), depression (b3521.86; p,.01), worry (b352.55;
p,.05), miserableness (b352.87; p,.01), and uneasiness (b352.53; p,.01),
while the moderation effect for gloominess approached conventional levels of
significance (b352.43; p,.10). Positive emotion differentiation positively
moderated the relation between enthusiasm (b35.70, p,.05), cheerfulness
(b35.86, p,.01), contentedness (b35.81, p,.01), calmness (b351.00, p,.01),
and relaxation (b351.16, p,.01) on one hand and intrinsic motivation on the
other hand, while the moderation effect for optimism approached statistical
significance (b35.60, p,.10). Together, these findings support Hypothesis 2.

Discussion
The results of the diary study were in line with our hypotheses. That is, emotion
differentiation moderated the relationship between the specific emotions and
intrinsic motivation, with the moderation effect of negative and positive emotion
differentiation differing in sign. Regarding negative emotion differentiation, we
observed that employees who could not easily discriminate the different negative
emotions (i.e., poor negative differentiators) showed a stronger negative
relationship between the different negative emotions and intrinsic motivation
than employees who were able to do so (i.e., good negative differentiators). This is
in line with previous research that has demonstrated that these people are worse in
regulating their emotions [42]. In contrast, for good positive differentiators the
positive relationship between the positive emotions cheerfulness, calmness,
enthusiasm, and relaxation on one hand and intrinsic motivation on the other
hand was weaker than for poor positive differentiators. As such, our findings
confirmed the claim by Tugade, Feldman Barrett, and Gross [49] that being a
good differentiator is not necessarily related to more positive outcomes. More
specifically, our data showed that, at least with respect to motivation-related
phenomena within SDT, being a poor positive differentiator might be beneficial.
We also found that, for high valence, low arousal emotions (i.e., contentedness,
relaxation, and calmness), poor positive differentiators showed a strong positive
relation between the experience of these emotions and intrinsic motivation. The
reason is that poor positive differentiators do not only feel relaxed or calm, but at
the same time they also feel optimistic, cheerful, and excited. As a result, when
their feeling of, for example, relaxation increases, a mixture of positive emotions is
triggered, thereby augmenting their intrinsic motivation. This finding is in line
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with previous SDT research on positive and negative emotions, which has shown
that people who experience positive emotions are more intrinsically motivated
[16, 17]. In contrast, our data also showed that the intrinsic motivation of good
positive differentiators did not increase when they felt more relaxed or calm
(probing the slopes for significance revealed that the slopes for contentedness,
relaxation, and calmness became non-significant when people scored more than
.96, .71, and .50 SD9s below the mean ICC respectively). This finding is in line
with research on specific emotions, where relaxation and calmness are conceived
of as positive deactivating emotions, or emotions for which the positive part
relates to motivation only in the long term, while the deactivating part stimulates
amotivation in the short term [66–68].
Although diary studies have important strengths [69], they are also subject to
some limitations. First, the variables are not measured at the time when they are
experienced; hence, recall biases may occur [69]. Second, all questions are
answered at the same moment in time. This makes the results susceptible for
common method bias [70]. To replicate the findings of our first study, and to
prevent recall bias from affecting our findings, we also tested our hypotheses in an
experience sampling study. Such an experience sampling design captures real-life
experiences at random moments in time [69].

Study 2
Method
Participants

Thirty-four Belgian employees of different companies and governmental services
(8 men and 26 women) consented to take part in this study. The mean age of the
participants was 40.71 years (SD514.13). Most participants (82.4%) worked
fulltime.
Procedure

Before the start of the study, employees signed an informed consent and answered
some demographic questions. Employees participated in the experience sampling
study during five consecutive working days. At four semi-random times, two
before and two after noon, participants received an email or a text-message upon
which they were required to rate their current emotions by means of an online
questionnaire. Fifteen minutes after the first, they received a second email or a
text-message that invited them to rate their intrinsic motivation. By introducing a
time lag in the design (i.e., measuring emotions 15 minutes before measuring
intrinsic motivation), we lowered the possibility that our findings were affected by
common method bias (see [70]). Three participants responded using paper and
pencil. Data that did not comply with the prescribed procedure were discarded;
for example, when a participant did not complete the questions timely, or when a
participant did not respect the 15 minutes time lag. After data cleaning, 197
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responses (a response rate of 57.94%) remained. Note that we did not ask
permission for this study to a review board (see also Study 1).
Measurements

All questions were selected from valid and reliable questionnaires. The original
formulation of the questions was changed to measure emotions and motivation
experienced at that particular moment. All items were answered on a seven-point
rating scale ranging from totally disagree (1) to totally agree (7).
Emotions were assessed with the same questionnaire as in the diary study,
namely the experience and evaluation of work questionnaire (QEEW; [55]).
Intrinsic motivation was assessed with all four items of the intrinsic motivation
subscale from the situational motivation scale [71], which measures state intrinsic
motivation. In particular, the validated Dutch translation of Bos-Nehles [72] was
used in this study. Cronbach’s alpha of this scale was .95. A sample item is: ‘‘At the
moment I do this task because I think that this task is interesting.’’
Positive and negative emotion differentiation indices were again obtained by
computing the intra-class correlation coefficient (ICC) between the positive/
negative emotion ratings of that individual across his/her different assessments.

Results
Power analysis

Because there were fewer participants and fewer repeated measurements in the
experience sampling study than in the daily diary study, we first tested whether
there was sufficient statistical powerful to detect important cross-level interactions. To do so, we computed the statistical power for detecting cross-level
interactions using the Monte Carlo tool of Mathieu, Aguinis, Culpepper, and
Chen [73]. As input for the power calculations, we used the parameter estimates
of the model with the largest (i.e., relaxation) and smallest (i.e., tension)
statistically significant cross-level interactions of Study 1. The results of these
power calculations showed that in Study 1 the statistical power for detecting both
cross-level interactions was 1, while in Study 2 the statistical power was 1 for the
largest, while it was .99 for the smallest statistically significant cross-level
interaction of Study 1. In other words, to the extent that the effect sizes of the
cross-level interactions are similar to those found in Study 1, the present study has
sufficient statistical power to detect them.
Descriptive Statistics

The means, standard deviations, and correlations of all study variables are
reported above the diagonal in Table 1. Note that the correlations of the specific
emotions and intrinsic motivation were computed on group-mean centered data,
whereas the correlations involving the intra-class correlations were computed on
data aggregated to the person-level. All positive emotions (e.g., calm-relaxed:
r5.68, p,.01), and all negative emotions (e.g., depressed-miserable: r5.73,
p,.01) were positively correlated to each other. Positive emotions were negatively
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Table 3. Parameter estimates of Model 1 and Model 2 (experience sampling study).
Model 1

Model 2

motivationij5b0j+b1jemij

motivationij5b0j+b1jemij+b2diffj+b3emijxdiffj

b0

b1

b0

b1

b2

b3

enthusiastic

4.54**

.36**

4.55**

.27**

1.66*

.78**

cheerful

4.56**

.37**

4.56**

.28**

1.69*

.68*

optimistic

4.54**

.14{

4.54**

.06

1.66*

.76*

contented

4.54**

.27{

4.55**

.21{

1.64*

1.33*

calm

4.54**

.31**

4.55**

.24*

1.68*

.58

relaxed

4.55**

.32**

4.55**

.24*

1.68*

.67

tense

4.55**

2.25**

4.51**

2.24*

.04

2.44

gloomy

4.56**

2.31**

4.53**

2.20*

.04

2.67{

depressed

4.54**

2.31**

4.51**

2.26**

.04

2.49

worried

4.53**

2.22*

4.50**

2.20*

.04

2.61

miserable

4.54**

2.31**

4.50**

2.18{

.03

2.79{

uneasy

4.55**

2.34**

4.51**

2.24**

.11

2.60{

Note: motivation 5 intrinsic motivation; em 5 emotion; diff 5 intra-class correlation of positive or negative emotions; *p,.05; **p,.01; { ,.10.
doi:10.1371/journal.pone.0115396.t003

related to the negative ones (e.g., calm-tense: r52.59, p,.05). Intrinsic
motivation correlated positively with enthusiasm, (r5.24, p,.01), cheerfulness
(r5.26, p,.01), calmness (r5.18, p,.05), and relaxation (r5.22, p,.01), while
intrinsic motivation related negatively to all negative emotions (e.g., uneasyintrinsic motivation: r52.24, p,.01).
Moderation Analysis

The moderating effect of emotion differentiation on the relation between the
specific emotions and intrinsic motivation was tested by means of a series of twolevel multilevel regression models using the lme4 package in R. The analytical
procedure was identical to that in Study 1.
In a first series of models, we tested whether the different emotions (whose
scores were group-mean centered) were significantly related to intrinsic
motivation. To this end, we entered each specific emotion separately into our
model and tested whether the relationship differed across individuals. The fixed
effects of these first models are shown in Table 3. In general, the different
emotions predicted intrinsic motivation, with positive emotions being positively
related and negative emotions being negatively related to intrinsic motivation. In
particular, a positive relationship was found for enthusiasm (b15.36; p,.01),
cheerfulness (b15.37; p,.01), optimism (b15.14; p,.10), contentedness (b15.27;
p,.10), calmness (b15.31; p,.05), and relaxation (b15.32; p,.01), while we
found a negative relationship for tenseness (b152.25; p,.05), gloominess
(b152.31; p,.01), depression (b152.31; p,.01), worry (b152.22; p,.05),
miserableness (b152.31; p,.01), and uneasiness (b152.34; p,.01).
In the second series of models, we tested whether emotion differentiation
(which was grand-mean centered) moderated the relationship between the

PLOS ONE | DOI:10.1371/journal.pone.0115396 December 17, 2014

14 / 22

Moderating Role Emotion Differentiation

different emotions and intrinsic motivation. To do so, we entered emotion
differentiation and the interaction between the specific emotions and emotion
differentiation into the first model (slopes that were random in the previous step
were specified to be random in these models as well). Table 3 shows the fixed
effects of these models. For negative emotion differentiation, the moderation
effect approached conventional levels of significance for gloominess (b452.67;
p,.10), miserableness (b452.79; p,.10), and uneasiness (b452.60; p,.10), and
was in the predicted –negative– direction. Positive emotion differentiation, in
turn, positively moderated the relationship between enthusiasm (b45.78; p,.01),
cheerfulness (b45.68; p,.05), optimism (b45.76; p,.05), and contentedness
(b451.33; p,.05) and intrinsic motivation. No moderation effect was found for
calmness (b45.58; ns), relaxation (b45.67; ns), tenseness (b452.44; ns),
depression (b452.49; ns), and worry (b452.61; ns). Together, these findings
provided mixed support for both hypotheses 1 and 2.

Discussion
Although the effects in our experience sampling study were less strong than those
of the daily diary study (which might be due to differences in the procedure –
measuring at the end of the working day or measuring momentarily), the findings
were largely in line with those of the diary study.
In particular, we have shown that for good negative differentiators, the
relationship between gloominess, miserableness, and uneasiness on one hand and
intrinsic motivation on the other hand is marginally weaker than for poor
negative differentiators. Conversely, poor positive differentiators showed a
stronger positive relationship between enthusiasm, cheerfulness, optimism,
contentedness and intrinsic motivation. For example, for poor positive
differentiators, intrinsic motivation was positively related with the experience of
contentment, which is in line with results from recent SDT research on positive
and negative emotions [15, 16]. Conversely, for good positive differentiators,
intrinsic motivation was unrelated, or even negatively related to the experience of
this emotion (probing the slope for significance revealed that the slope for
contentment was nonsignificant for employees scoring .13 SD9s above the mean
ICC). Because in research on specific emotions contentment is conceived of as
positive deactivating emotions with the positive part relating to motivation in the
long term, while the deactivating part stimulates amotivation in the short term,
this finding is in line with the theorizing on specific emotions [66–68].

General Discussion
Both the diary and the experience sampling study demonstrated that both positive
and negative emotion differentiation moderated the relationship between
different specific emotions and intrinsic motivation. In particular, the effect of the
specific emotions on intrinsic motivation depended on whether employees

PLOS ONE | DOI:10.1371/journal.pone.0115396 December 17, 2014

15 / 22

Moderating Role Emotion Differentiation

experienced these specific emotions as a mixture of positive emotions or as
distinct, well-separated emotions, and the same was true for negative emotions. By
doing so, our findings revealed that individual differences in emotion
differentiation are central in explaining the boundary conditions for the emotionintrinsic motivation relationship by showing that individual differences in
emotion differentiation can account for individual differences in the extent to
which people’s motivation depends on their emotions. As such, the present
findings increased our understanding of the mechanism behind the emotionintrinsic motivation relationship and added to the growing body of research on
the affective antecedents of SDT.
The few studies that have focused on emotions as antecedents of motivation
within the SDT framework have mainly focused on the broad categories of
positive versus negative affect [15, 16]. Whereas these studies have demonstrated
that general positive and negative affect do indeed predict motivation, studies in
the emotion domain have convincingly shown that different specific emotions
have different action readiness components, and may therefore relate in a different
way to motivation [32, 74, 75]. The present paper demonstrated that the results
obtained in both research streams might be linked via the concept of emotion
differentiation. In particular, for poor differentiators, intrinsic motivation
increased when they experienced positive emotions, whereas it decreased when
they experienced negative emotions [15, 38, 39]. Because poor differentiators are
unable to differentiate between different specific emotions of the same valence, the
relevant information for the occurrence of intrinsic motivation is whether the
emotion is positive or negative in valence. Conversely, for good differentiators, we
have shown that the relationship between the specific emotions and intrinsic
motivation depended on the emotion in question, with for example relaxation
and calmness being weakly or unrelated to intrinsic motivation. This implies that,
for people high on emotion differentiation, the differentiation of general positive
and negative affect into different specific emotions leads to different predictions in
terms of the person’s level of intrinsic motivation.
In line with the findings of Demiralp et al. [43], we demonstrated that positive
and negative emotion differentiation should be considered different constructs.
Both types of emotion differentiation were only moderately correlated and had
different effects on the emotion-intrinsic motivation relationship. In particular,
for negative emotion differentiation, we found that being a good negative
differentiator is a desirable feature (see also [42, 49]) because it weakens the
relationship between negative emotions and intrinsic motivation. For positive
emotion differentiation, instead, high levels appeared to be less desirable because
good positive differentiators showed a weaker positive relationship between
positive emotions and intrinsic motivation. As only a few studies have focused on
the concept of positive emotion differentiation, our results add to the research on
this rather novel concept. Moreover, our findings are generally in line with those
of previous studies. For example, while Feldman Barrett, Gross, Christensen, and
Benvenuto [42] found no relationship between emotion regulation and positive
emotion differentiation, Tugade, Feldmans Barrett, and Gross [49] demonstrated
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that good positive differentiators engaged less in self-distraction and more in
behavioral disengagement. This links up with our findings as they indicate that
good positive differentiators –as opposed to poor positive differentiators– are
more likely to give up or withdraw effort (i.e., diminish their level of motivation)
when stressors interfere with their goals. Moreover, our findings do also line up
with the finding of Selby et al. [21] that people high in positive emotion
differentiation draw less on their momentary positive emotions than people low
in positive emotion differentiation. Integrating these results with our findings, this
seems to suggest that poor differentiators not only have increased levels of
emotional reactivity [48], but that they also react more strongly to the emotions
they experience [21]. This implies that the experience of specific positive emotions
leads to more intrinsic motivation, while for negative emotions it leads to less
intrinsic motivation in poor differentiators.
The results of the present study have important practical implications as well.
By underscoring the role of emotions in the elicitation of intrinsic motivation at
work, they reveal that organizations might affect the intrinsic motivation of their
employees by influencing their positive and negative emotional experiences. This
can for example be done by involving employees in decision making, giving
employees recognition for their work, or increasing the level of positive feedback,
as it is known that these job redesign principles all influence the affective states of
employees to the better [76, 77]. Of course, it is naive to believe that such job
redesign interventions would prevent the occurrence of negative emotions.
Therefore, installing an open climate in which employees can get social support
when they need it might help individuals to down-regulate their negative
emotions, which in turn would promote intrinsic motivation. Similarly, providing
mindfulness trainings to employees can help people to better regulate their
emotions because mindfulness is positively related to emotion differentiation,
which in turn relates to improved emotion regulation [48]. Moreover, because
negative emotion differentiation is desirable for the elicitation of intrinsic
motivation, clear communication and feedback can help poor negative
differentiators to pinpoint the exact cause of their negative emotions, which might
help employees to crystalize their appraisals, which in turn should promote
increased levels of emotion differentiation. Finally, as individual differences exist
in the way people experience their emotions, managers should pay attention to
each employee individually. Because individual consideration is a key dimension
of transformational leadership, organizations might look for transformational
leaders as they inspire people and try to meet the emotional needs of each
employee individually [78].

Limitations and future research
Some limitations should be taken into account when interpreting the results of
our studies. First, even with the use of time lags, we can only hint toward
causality. The reason is that causal relations can only be tested when three
conditions are fulfilled: (1) causes and effects should be associated, (2) causes have
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to precede effects, and (3) possible spurious causes should be controlled for [79].
The first condition was fulfilled in the diary study, and the first and second
conditions were fulfilled in the experience sampling study. Yet, to fulfill the third
condition, randomization is needed. Consequently, true causal relations can only
be found with experimental designs.
Second, different questionnaires were used to measure intrinsic motivation in
the diary and experience sampling study. Whereas this allowed us to demonstrate
that our findings were not measure-specific, at the same time the difference in
measures can partially be responsible for the small differences that were found in
both studies.
Third, we only focused on intrinsic motivation. While this is probably the type
of motivation that is most affect-driven [16], other types of motivation are also
relevant in a work setting (e.g., controlled motivation). Future research should
thus focus on other types of motivation as well.

Conclusion
We demonstrated that specific emotions relate to intrinsic motivation, and that
individual differences in the extent to which people are able to differentiate
between different emotions moderated the emotion-intrinsic motivation
relationship. In particular, people who were unable to distinguish between
different positive emotions (i.e., poor positive differentiators) showed a stronger
relationship between these specific positive emotions and intrinsic motivation,
whereas the relationship between specific negative emotions and intrinsic
motivation was weaker for people who were able to distinguish between different
negative emotions (i.e., poor negative differentiators). By doing so, our study
supported the claim that emotions and individual differences in the experience
thereof are of key importance in the motivation-generative process of SDT.
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26. Gagné M, Deci EL (2005) Self-determination theory and work motivation. Journal of Organizational
Behavior 26: 331–362.
27. Bidee J, Vantilborgh T, Pepermans R, Huybrechts G, Willems J, et al. (2013) Autonomous motivation
stimulates volunteers’ work effort: A self-determination theory approach to volunteerism. Voluntas:
International Journal of Voluntary and Nonprofit Organizations 24: 32–47.
28. Lin HF (2007) Effects of extrinsic and intrinsic motivation on employee knowledge sharing intentions.
Journal of Information Science 33: 135–149.
29. Deci EL, Ryan RM (2000) The ‘‘what’’ and ‘‘why’’ of goal pursuits: Human needs and the selfdetermination of behaviour. Psychological Inquiry 11: 227–268.
30. Van den Broeck A, Vansteenkiste M, De Witte H, Soenens B, Lens W (2010). Capturing autonomy,
competence, and relatedness at work: construction and initial validation of the work-related basic need
satisfaction scale. Journal of Occupational and Organizational Psychology 83: 981–1002.
31. Fontaine JJR, Scherer KR (2013) Emotion is for doing: the action tendency component. In: J.J.R.
Fontaine, K.R. Scherer, C. Soriano, editors. Components of emotional meaning; a sourcebook. Oxford:
Oxford University Press. pp.170–185.
32. Frijda NH, Kuipers P, ter Schure E (1989) Relations among emotion, appraisal, and emotional action
readiness. Journal of Personality and Social Psychology 57: 212–228.
33. Weiss HM, Cropanzano R (1996). Affective Events Theory: A theoretical discussion of the structure,
causes, and consequences of affective experiences at work. In: B.M. Staw, L.L. Cummings, editors.
Research in Organizational Behavior Vol. 18. Greenwich, CT: J9AI Press. pp.1–74.
34. Scherer KR (2004). Feelings integrate the central representation of appraisal-driven response
organization in emotion. In: A. SR Manstead, NH Frijda, AH Fischer, editors. Feelings and emotions:
the Amsterdam symposium. Cambridge, Cambridge University Press. pp.136–157.
35. Martin LL, Ward DW, Achee JW, Wyer RS (1993) Mood as input: people have to interpret the
motivational implications of their moods. Journal of Personality and Social Psychology 64: 317–326.
36. Raghunathan R, Tuan Pham M (1999) All negative moods are not equal: motivational influences of
anxiety and sadness on decision making. Organizational Behavior and Human Decision Processes 79:
56–77.
37. Custers R, Aarts H (2005) Positive affect as implicit motivator: on the nonconscious operation of
behavioral goals. Journal of Personality and Social Psychology 89: 129–142.
38. Meyer DK, Turner JC (2006) Re-conceptualizing emotion and motivation to learn in classroom contexts.
Educational Psychology Review 18: 377–390.
39. Erez A, Isen AM (2002) The influence of positive affect on the components of expectancy motivation.
Journal of Applied Psychology 87: 1055–1067.
40. Isen AM, Daubman KA, Nowicki GP (1987) Positive affect facilitates creative problem solving. Journal
of Personality and Social Psychology 52: 1122–1131.
41. Staw BM, Barsade SY (1993) Affect and managerial performance: A test of the sadder-but wiser vs.
happier-and-smarter hypotheses. Administrative Science Quarterly 38: 304–331.
42. Feldman Barrett LF, Gross J, Christensen TC, Benvenuto M (2001) Knowing what you’re feeling and
knowing what to do about it: mapping the relation between emotion differentiation and emotion
regulation. Cognition and Emotion 15: 713–724.
43. Demiralp E, Thompson RJ, Mata J, Jaeggi SM, Buschkuehl M, et al. (2012). Feeling blue or
turquoise? Emotion differentiation in major depressive disorder. Psychological Science 23: 1410–1416.

PLOS ONE | DOI:10.1371/journal.pone.0115396 December 17, 2014

20 / 22

Moderating Role Emotion Differentiation

44. Cherniss C, Adler M (2000) Promoting emotional intelligence in organizations: Make training in
emotional intelligence effective. Alexandria, Virginia: American Society for Training and Development.
200 p.
45. Mayer JD, Salovey P (1993) The intelligence of emotional intelligence. Intelligence 17: 433–442.
46. Salovey P, Mayer JD (1990) Emotional intelligence. Imagination, Cognition and Personality 9: 185–211.
47. Tallis F, Eysenck MW (1994) Worry: mechanisms and modulating influences. Behavioural and
Cognitive Psychotherapy 22: 37–56.
48. Hill CL, Updegraff JA (2012) Mindfulness and its relationship to emotional regulation. Emotion 12: 81–
90.
49. Tugade MM, Feldman Barrett LF, Gross JJ (2004). Matters of feeling precisely: examining emotional
granularity and emotion regulation in context. In: SJ Catanzaro (Chair) Individual differences in mood
experience: Recent developments and future trends. Symposium at the annual meeting of the American
Psychological Society, Chicago, IL.
50. Lane RD, Reiman EM, Axelrod B, Yun LS, Holmes A, et al. (1998) Neural correlates of levels of
emotional awareness: evidence of an interaction between emotion and attention in the anterior cingulate
cortex. Journal of Cognitive Neuroscience 10: 525–535.
51. Russell JA (1980) A circumplex model of affect. Journal of Personality and Social Psychology 39: 1161–
1178.
52. Russell JA (1989) Measures of emotion. In: R Plutchik, H Kellerman, editors. Emotion: theory, research
and epcerience (Vol. 4.). Toronto: Academic Press. pp.83–111.
53. Feldman L (1995) Valence focus and arousal focus: individual differences in the structure of affective
experience. Journal of Personality and Social Psychology 69: 153–166.
54. Feldman Barrett L (2006) Valence is a basic building block of emotional life. Journal of Research in
Personality 40: 35–55.
55. Van Veldhoven M, Meijman TF (1994) Het meten van psychosociale arbeidsbelasting met een
vragenlijst: de vragenlijst beleving en beoordeling van de arbeid (VBBA). Amsterdam: Nederlands
Instituut voor Arbeidsomstandigheden. 32 p.
56. Beal DJ, Ghandour L (2011). Stability, change, and the stability of change in daily workplace affect.
Journal of Organizational Behavior 32: 526–546.
57. Gooty J, Gavin M, Ashkanasy NM (2009) Emotions research in OB: The challenges that lie ahead.
Journal of Organizational Behavior 30: 833–838.
58. Reis HT, Sheldon KM, Gable SL, Roscoe J, Ryan RM (2000). Daily well-being: The role of autonomy,
competence, and relatedness. Personality and Social Psychology Bulletin 26: 419–435.
59. McAuley E, Duncan T, Tammen VV (1989) Psychometric properties of the Intrinsic Motivation Inventory
in a competitive sport setting: A confirmatory factor analysis. Research Quarterly for Exercise and Sport
60: 48–58.
60. Uy MA, Foo M-D, Aguinis BH (2010) Using experience sampling methodology to advance
entrepreneurship theory and research. Organizational Research Methods 13: 31–54.
61. Miner AG, Glomb TM, Hulin C (2005) Experience sampling mood and its correlates at work. Journal of
Occupational and Organizational Psychology 78: 171–193.
62. Kashdan TB, Ferssizidis P, Collins RL, Muraven M (2010) Emotion differentiation as resilience against
excessive alcohol use: an ecological momentary assessment in underage social drinkers. Psychological
Science 21: 1341–1347.
63. Cameron CD, Payne BK, Doris JM (2013) Morality in high definition: emotion differentiation calibrates
the influence of incidental disgust on moral judgments. Journal of Experimental Social Psychology 49:
719–725.
64. Brackett MA, Rivers SE, Shiffman S, Lerner N, Salovey P (2006) Relating emotional abilities to social
functioning: a comparison of self-report and performance measures of emotional intelligence. Journal of
personality and social psychology 91: 780–795.
65. Pekrun R, Goetz T, Titz W, Perry RP (2002) Academic emotions in student’s self-regulated learning and
achievement: a program of qualitative and quantitative research. Educational Psychologists 37: 91–106.

PLOS ONE | DOI:10.1371/journal.pone.0115396 December 17, 2014

21 / 22

Moderating Role Emotion Differentiation

66. Ouano JA (2011) Motivational antecedents of academic emotions in Filipino college students. The AsiaPacific Education Researcher 20: 127–132.
67. Vandercammen L, Hofmans J, Theuns P, Kuppens P (2014) On the role of specific emotions in
autonomous and controlled motivated behavior. European Journal of Personality 28: 437–448.
68. Bolger N, Davis A, Rafaeli E (2003) Diary methods: capturing life as it is lived. Annual Review of
Psychology 54: 579–616.
69. Podsakoff PM, Organ DW (1986) Self-reports in organizational research: problems and prospects.
Journal of Management 12: 69–82.
70. Guay F, Vallerand RJ, Blanchard C (2000) On the assessment of situational intrinsic and extrinsic
motivation: the situational motivation scale (SIMS). Motivation and Emotion 24: 175–213.
71. Bos-Nehles A (2010) The line makes the difference: line managers as effective HR partners (Doctoral
dissertation). Available: http://doc.utwente.nl/71866/. Accessed 2013 Mar 26.
72. Mathieu JE, Aguinis H, Culpepper SA, Chen G (2012) Understanding and estimating the power to
detect cross-level interaction effects in multilevel modeling. Journal of Applied Psychology 97: 951–966.
73. Frijda NH (2008) De emoties. Een overzicht van onderzoek en theorie. Amsterdam: Bert Bakker. 567 p.
74. Scherer KR (2009) The dynamic architecture of emotion: evidence for the component process model.
Cognition and Emotion 23: 1307–1351.
75. Basch J, Fisher CD (2000) Affective events-emotions matrix: a classification of work events and
associated emotions. In: NM Ashkanasy, CEJ Härtel, WJ Zerbe, editors. Emotions in the workplace:
research, theory and practice. Westport, CT: Quorum Books. pp.36–48.
76. Fisher CD (2002) Antecedents and consequences of real-time affective reactions at work. Motivation
and Emotion 26: 3–30.
77. Bono JE, Foldes HJ, Vinson G, Muros JP (2007). Workplace emotions: the role of supervision and
leadership. Journal of Applied Psychology 92: 1357–1367.
78. Thrash TM, Elliot AJ, Maruskin LA, Cassidy SE (2010) Inspiration and the promotion of well-being:
Tests of causality and mediation. Journal of Personality and Social Psychology 98: 488–506.

PLOS ONE | DOI:10.1371/journal.pone.0115396 December 17, 2014

22 / 22

