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Methodology

Candidate Recruitment and Assessment 

Vacancy Announcements 

see Identifying Talent 
Through Technology: Automated Hiring Systems in Federal Agencies



A vacancy announcement could include one or more of the following types of statements:

This job is for you if
This job is not 

for you if 

This job is for you if 

This job is not 
for you if

See, e.g., Issues of Merit



Job Simulations 

Job Simulations: Trying Out for a Federal Job

See
Journal of Applied Psychology



Reference Checks 

Emotional Labor Performance Management 

Performance Feedback 

The Roles of Feedback, Autonomy, and 
Meaningfulness in Employee Performance Behaviors

Reference Checking in Federal Hiring: Making the Call



Performance Management is 
More than an Appraisal

Rotational Assignments 

Training for Performing and Supervising Emotionally Laborious Work 

Issues of 
Merit

see Issues of Merit



Managing the Emotions of Others 

Managing One’s Own Emotions 

Project Manager’s Guidebook
Contracting Officer’s Technical Representative (COTR) Training 

Blueprint

Becoming Conflict Competent



Managing Subordinates’ Engaged in Emotionally Laborious Work 

Resources for Coping with Stress Caused by Emotionally Laborious Work 

after

Greater Good
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Conclusion

Emotionally laborious work can pose extra challenges for the employees and their supervisors.
But, some people can thrive on such challenges. The data show that ELW, in and of itself, can 
make work more meaningful and has a relationship to higher levels of engagement and self-
reported performance behaviors. However, ELW becomes more costly when an employee must 
hide true feelings or pretend to feel emotions that are not present. Such pretense can increase 
emotional fatigue and the desire to move and has a negative relationship to several outcomes, 
including self-reported performance behaviors, performance appraisal ratings, and levels of 
engagement. 

ELW tends to be particularly important work and worthy of the investment of agency resources to 
ensure that the ELW workforce is managed as effectively as possible. Below is a summary of a
few steps agencies can take to improve the ability of employees to handle ELW and to either limit 
the need for Feelings Pretense or to reduce the harm of engaging in such pretense.

Recruitment:

Use realistic job previews in vacancy announcements to encourage candidates to self-
assess.
Develop high-fidelity simulations with results assessed against established benchmarks.
Make reference checks that seek examples of how candidates handled ELW in the past.
Utilize the probationary period to assess how well individuals can cope with extended 
periods of ELW.

Performance Management:

Recognize the challenges of ELW and Feelings Pretense when developing performance 
standards and providing performance feedback.
Be prepared, in advance, to provide rotational assignments for positions with 
exceptionally high levels of ELW or Feelings Pretense.
Offer other employees in ELW or Feelings Pretense positions rotational assignments 
when possible.

Training:

Provide employees with orientation to prepare for stressors of ELW and Feelings 
Pretense.
Teach coping skills that can be used when facing ELW and Feelings Pretense.
Teach ELW-unique supervisory skills (including understanding what employees face, 
providing feedback on ELW, and information on the support available to employees).

Support:

Provide a support system (e.g., mentors, EAP) to help employees cope with ELW and 
Feelings Pretense.
Inform employees about available support programs and systems, and encourage 
employees to use them.
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Survey Methodology 

Agency Questionnaires 
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MSPB’s Engagement Scale 

Structural Equation Modeling 
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Data Appendix 

Figure A: Prevalence of Emotionally Laborious Work for MPS Respondents 



Figure B: Levels of Emotionally Laborious Work in Individual Federal Agencies 



Figure C: Levels of Emotionally Laborious Work and Feelings Pretense in MPS Respondents 



Figure D: Relationship between Emotionally Laborious Work, Feelings Pretense, and Emotional Fatigue  



Figure E: Relationship between Emotionally Laborious Work, Feelings Pretense, and Desire to Move  



Figure F: Relationship between Emotionally Laborious Work, Work Meaning, and Feelings Pretense 



Figure G: Relationship between Emotionally Laborious Work, Feelings Pretense, and Discretionary Effort 



Figure H: Relationship between Emotionally Laborious Work, Feelings Pretense, and Engagement 



Figure I: Structural Equation Model  






