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Surface acting has long been characterized as a uniformly detrimental strategy of emotional labor.
Challenging this monolithic perspective, this study utilizes cognitive dissonance theory to deconstruct
surface acting into two distinct strategies: proactive faking (the agentic display of unfelt emotions)
and suppressive faking (the dual task of inhibiting felt emotions while faking the required ones).
Employing a 10-day daily diary completed by 60 educators (n=596), time-lagged multilevel path anal-
ysis was used to examine the differential impacts of these variables on burnout. The results revealed
opposing psychological trajectories: proactive faking predicted reduced next-day burnout through de-
creased emotional dissonance, whereas suppressive faking predicted increased subsequent burnout
through heightened dissonance. These findings suggest that the psychological costs traditionally at-
tributed to surface acting are driven by the act of suppression—which threatens an employee’s
self-concept—rather than the performance of the emotion itself. Decoupling proactive faking from sup-
pression allows it to function as an adaptive coping mechanism for employees. This distinction neces-
sitates a fundamental theoretical refinement of the conceptualization and management of emotional
labor in high-demand professions.
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| . Introduction a persistent puzzle remains: why do some
employees engage in daily surface acting

without experiencing apparent harm, while

For three decades, organizational research others rapidly experience burnout? (Ashforth
has maintained that faking emotions at work and Humphrey, 1993; Chawla et al., 2021:
is detrimental (Gabriel et al., 2023). However, Lee et al., 2023a: Lennard et al., 2019:
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Yagil, 2020). This inconsistency suggests a
critical flaw in our understanding of emo-
tional labor, defined as the management of
feelings to create a publicly observable dis-
play as part of the work role (Grandey and
Melloy, 2017). Specifically, surface acting -
which

pressions without altering inner feelings -

involves modifying outward ex-
has received considerable attention due to its
consistent link to negative outcomes, such as
employee burnout (Chae and Yang, 2020:
Hiilsheger and Schewe, 2011). Burnout is
typically understood as a psychological syn-
drome comprising three key dimensions:
emotional exhaustion (feeling emotionally
overextended and depleted), depersonaliza-
tion (a cynical or detached response to oth-
ers, such as clients or students), and reduced
personal accomplishment (a sense of in-
effectiveness and lack of achievement in one’s
work) (Maslach et al., 2001). Nevertheless,
the assumption that all forms of faking are
equally detrimental has significant implications
for both employee well-being and manage-
ment theories (Gabriel et al., 2023).

The relationship between surface acting
and employee well-being is primarily ex-
plained through two theoretical lenses: emo-
tion regulation and emotional performance
(Gabriel et al., 2023; Grandey and Gabriel,
2015). The first perspective, the resource de-
pletion model, emphasizes the regulatory

process, positing that inhibiting genuine feel-
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ings is a cognitively taxing activity that ex-
hausts self-regulatory resources, ultimately
leading to strain (Gross, 2015; Lian et al.,
2017 Scott and Barnes, 2011). The second per-
spective, the dissonance-based model, focuses
on the outcomes of emotional performance. This
view suggests that the observable mismatch
between an employee's inner feelings and out-
ward displays fosters a sense of inauthenticity.
This perceived inauthenticity threatens the in-
dividual's self-concept, thereby inducing psy-
chological distress (Hilsheger and Schewe,
2011; Pugh et al., 2011).

Despite significant theoretical attention,
empirical findings on emotional labor remain
inconsistent. For decades, the field has ap-
peared “stalled at a crossroads” due to “fuzzy
construct conceptualizations” (Grandey and
Gabriel, 2015, p. 323). A central issue iden-
tified in this evolution is the critique of
treating surface acting as a monolithic con-
struct (Gabriel et al., 2023; Yang, 2024).
This conceptual limitation has led to a typi-
cal confound in measurement, where funda-
mentally different psychological processes
are trapped within a single score (Clarke et
al., 2024; Zapf et al., 2021). For instance,
widely used surface acting scales—including
those by Brotheridge and Lee (2003), Grandey
(2003), and Diefendorff et al. (2005)—im-
properly conflate the behavioral act of per-
formance with the internal cognitive task of

suppression. Some items focus purely on the
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active faking, such as T put on a show or per-
formance when interacting with customers.”
Other items explicitly tap into the internal
conflict involving suppression, such as ‘I
show feelings to customers that are different
from what I feel inside.” Consequently, this
monolithic approach is considered theoret-
ically not justified, a criticism recently vali-
dated by empirical evidence (Clarke et al.,
2024 see the Theory and Hypotheses sec-
tion for a detailed discussion on their con-
ceptualization of surface acting). Indeed, re-
cent studies hint at this complexity, showing
that faking negative emotions might be ben-
eficial (Lennard et al., 2019) or that surface
acting driven by benevolent intentions is less
harmful (Yagil, 2020), findings that are dif-
ficult to reconcile from a monolithic view.
Addressing this gap is necessary to move be-
yond asking ‘is surface acting bad?” to the
more precise question: "Which component of
surface acting is responsible for the harm?”
Previous studies confirm that inauthentic
emotional displays cause employee strain
(Hiillsheger and Schewe, 2011). However,
the assumption that all faking is uniformly
detrimental has rarely been questioned,
largely due to the longstanding treatment of
surface acting as a single, uniform construct
(Grandey and Gabriel, 2015; Zapf et al.,
2021). This raises the question: if surface
acting involves both active faking and, at

times, suppression, do these two components
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have the same effect on employee well-be-
ing? To address this question, a 10-day dia-
ry study was conducted with 60 early child-
hood educators, yielding 596 observations.
Using time-lagged multilevel path analysis,
this study tested how daily proactive faking
-the agentic, goal- directed construction of
professional displays - and suppressive fak-
ing - the reactive, conflict-driven dual task
of inhibiting felt emotions while faking oth-
ers - differentially predicted lagged burnout
through emotional dissonance. This approach
allows for the disentanglement of these two
facets of surface acting and provides a more
precise model and its consequences for well-
being.

This study decomposes surface acting into
proactive and suppressive faking, integrat-
ing resource depletion and dissonance- ased
models to demonstrate their opposing effects.
First, the research clarifies the mechanisms
underlying harm by extending the critiques
of Zapf et al. (2021) and the empirical find-
ings of Clarke et al. (2024). While Clarke et
al. (2024) isolated emotional dissonance as
the primary driver of exhaustion, this study
shifts the focus from component isolation to
functional agency. It identifies proactive
faking not as a neutral act of suppression,
but as an adaptive, agentic strategy. By
demonstrating that proactive faking pre-
vents burnout— through reducing dissonance

via competence framing and minimizing reg-
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(Figure 1) Hypothesized model

ulatory costs—this study challenges long-
tanding assumptions. Prior work has identi-
fied the drivers of exhaustion: however, this
research explains how faking can serve as a
Second, the
study integrates the effort-recovery model
(Meijman and Mulder, 1998 Sonnentag et

al., 2022) to explain how resource costs

protective professional tool.

manifest over time. Daily diary data reveal
that suppressive faking creates a persistent
load effect that hinders recovery, whereas
proactive faking preserves resources by
avoiding the accumulation of strain. This
approach provides a dynamic model of the
dual nature of surface acting and its di-
vergent consequences. The hypothesized

model is illustrated in Figure 1.
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II. Theory and Hypotheses

2.1 Deconstructing Surface Acting:
From Conceptual Monolith to Measurement
Conflation

One of the most consistent findings in emo-
tional labor literature is the robust positive
relationship between surface acting and
2011).

However, this decades-long consensus masks

burnout (Hiillsheger and Schewe,
a critical conceptual ambiguity: treating sur-
face acting as a monolithic construct (Grandey
and Gabriel, 2015: Zapf et al., 2021). Recent
reviews argue that conventional surface act-
ing scales are confounded by measurement
errors (Clarke et al., 2024). This critique
posits that existing measures improperly
conflate two theoretically distinct psycho-
logical processes - the behavioral act of per-
formance (i.e., faking a display) and the in-
ternal cognitive state of suppression and dis-

sonance (i.e., hiding true feelings). This con-
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flation is evident on the field’s most funda-
mental scale. The scale by Brotheridge and
Lee (2003), for example, focuses on cognitive
suppression using items such as, ‘Resist ex-
pressing my true feelings” and, “Hide my true
feelings about a situation.” These items meas-
ure the inhibitory masking of inner states
rather than the active fabrication of required
emotional displays. Similarly, Grandey’s
(2003) scale mixes items measuring active
faking (e.g., put on an act) with items imply-
ing internal discrepancy (e.g., just pretend to
have the emotions I need). This confusion
was solidified by the widely used Diefendorff
et al. (2005) scale, which combines proac-
tive-oriented items (e.g., put on a show or
performance) with items that directly measure
emotional dissonance (e.g., show feelings...
that are different from what I feel inside).
Zapf et al. (2021) identified this as a typi-
cal confound in the literature. They argue
that these scales trap ‘an emotion that is
felt” and “an emotion that is shown” within
the same question. Consequently, it is diffi-
cult to determine whether the resulting
burnout is caused by (1) the regulatory costs
of faking behavior or (2) the negative emo-
tions felt during a stressful, dissonant
situation. Zapf and colleagues conclude that
this confound is theoretically not justified.
Clarke et al. (2024) empirically validated
these concerns using the Perth Emotional

Labor Scale (PELS), which disentangles the
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internal psychological state from outward
regulatory strategies. Specifically, the PELS
delineates three functionally distinct con-
structs: emotional dissonance (ED), expressive
suppression (ES), and expressive amplifica-
tion (EA). Emotional dissonance captures
the intrapsychic state of incongruence be-
tween felt and required emotions, while ex-
pressive suppression (ES) and amplification
(EA) represent the behavioral maneuvers em-
ployed to manage this incongruence. Suppression
involves the theatrical feigning or exaggeration
of positive emotional displays, whereas am-
plification involves inhibiting felt negative
emotions. Clarke et al. (2024) found that
when these constructs are isolated, emo-
tional dissonance uniquely predicts ex-
haustion, whereas suppression and amplifi-
cation lose their predictive power over burn-
out once dissonance is controlled. This find-
ing suggests that the psychological harm tra-
ditionally attributed to surface acting may be
driven by unresolved internal conflict
(dissonance) rather than the act of faking
itself. By refining these boundaries, the
PELS provides a more granular lens through
which distinct pathways to burnout can be
examined.

This progression of theoretical critique and
empirical evidence suggests that the harm
attributed to surface acting may not stem
from the act of performance itself, but rather

from the internal conflict of dissonance and
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suppression. To address this measurement
conflation, this study deconstructs the tradi-
tional surface acting construct into two dis-
tinct components based on agentic regu-
lation: proactive faking and suppressive
faking. This conceptual refinement builds
upon and significantly extends Clarke et al.
's (2024) work. While the PELS framework
provides an empirical foundation by isolating
expressive suppression (ES) and expressive
amplification (EA) as distinct behavioral ma-
neuvers, this study evolves these concepts by
integrating agentic intent and conflict intensity
into the regulatory process. Specifically, proac-
tive faking inherits the behavioral properties
of ES—the theatrical display of required
emotions—but refines it by specifying that
this performance is self-initiated and
goal-directed (Lennard et al., 2019). Unlike
ES, which is often viewed as a neutral act of
feigning, proactive faking is conceptualized
as a strategy of professional agency that oc-
curs in the absence of acute internal conflict,
thereby transforming faking into a con-
structive tool for building a professional per-
sona and facilitating a functional distance
between the self and the occupational role
(Ashforth and Humphrey, 1993).

In contrast, suppressive faking inherits be-
havioral properties of EA, wherein an em-
ployee feigns required emotions while re-
actively inhibiting genuinely felt negative
ones. Unlike Clarke et al. (2024), who con-
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ceptualized emotional dissonance as a sub-
this study

treats dissonance as a psychological con-

component of surface acting,

sequence rather than a regulatory strategy
(Grandey, 2003: Hiilsheger and Schewe,
2011). By isolating the behavioral act of sup-
pressive faking from its resulting state (i.e.,
emotional dissonance), this framework dem-
onstrates that the harm associated with sur-
face acting is driven by a conflict-heavy form
of regulation. Consequently, while the PELS
provides a granular inventory of components,
the current model offers causal logic explain-
ing how both forms of faking lead to re-

source-depleting outcomes.

2.2 The Regulatory Process:
Self-Control Effort and Resource Depletion

From a resource depletion perspective, pro-
active faking constitutes a relatively active,
yvet simple, form of self-control. Although
conscious effort is required to enact organiza-
tionally desired emotions, their cognitive de-
mands remain comparatively low because
they do not involve managing a strong, con-
flicting internal state (Lennard et al., 2019).
For example, in a store clerk or flight attend-
ant offering a welcoming smile, employees
actively perform or simulate the required
emotional display, even when their genuine
feelings are neutral, absent, or simply differ-
ent (Rafaeli and Sutton, 1987). This theatri-
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cal approach can create a psychological dis-
tance between the self and the role, poten-
tially allowing employees to act without deep
internal conflict (Ashforth and Humphrey,
1993). The primary cost appears to be in-
authenticity -a discrepancy between one’s
“true self and “acting self’ (Chawla et al.,
2021) -though this cost may remain rela-
tively contained within the immediate per-
formance, lacking the persistence to deplete
longer-term resources.

Although both involve proactive regulatory
efforts, proactive faking differs funda-
mentally from deep acting in its regulatory
target. Deep acting is an internal effort to
modify felt emotions to achieve a sense of in-
tra-psychic authenticity (Grandey, 2003). In
contrast, proactive faking focuses solely on
the agentic construction of a professional dis-
play (e.g., faking in good faith). It does not
require the individual to believe or feel the
displayed emotion: instead, it frames the act
of faking as a successful execution of a work
role (Rafaeli and Sutton, 1987). Furthermore,
deep acting involves a complex realignment
of internal states through attentional deploy-
ment and positive reappraisal, whereas pro-
active faking operates as a theatrical, single
task that maintains a functional distance be-
tween the self and the role, thereby protect-
ing the employee’s internal resources from
the strain of self-transformation.

By contrast, suppressive faking likely in-
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volves a more resource-intensive form of
self-control (Deng et al., 2017: Gross and
John, 2003). While deep acting functions as
a repair strategy that aligns felt and ex-
pressed emotions, suppressive faking leaves
negative emotions unmodified, maintaining a
discrepancy between internal feelings and
external displays (Grandey, 2003). When
employees experience genuine negative emo-
tions, they must engage in a dual task: in-
hibiting the felt negative emotion while si-
multaneously generating a required positive
display (Scott and Barnes, 2011). This du-
al-task nature distinguishes suppressive fak-
ing from deep acting, as it creates an in-
ternal battle in which the employee actively
resists one emotion while performing another
(Gross and John, 2003). This dual-task na-
ture distinguishes suppressive faking from
deep acting. This process often triggers what
Wegner (1994) identifies as an ironic mental
control process. This process often triggers
what Wegner (1994) identifies as an ironic
mental control process, potentially involving
a cognitive system that splits into two oppos-
ing processes: an intentional operating proc-
ess seeking desired states (positive emo-
tions) and an ironic monitoring process seek-
ing undesired states (negative emotions).
Paradoxically, monitoring unwanted emo-
tions may increase cognitive accessibility and
phenomenological intensity, potentially cre-

ating persistent psychological conflict.
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These strategies may also differ in their
temporal dynamics, which are essential for
understanding the developmental trajectory of
burnout. The effort-recovery model (Meijman
and Mulder, 1998) distinguishes between
acute load reactions - immediate responses to
work demands - and persistent load effects
that may interfere with the recovery process.
This framework aligns with the self-control as
a muscle model (Muraven and Baumeister,
2000), which posits that self-regulation con-
sumes finite resources.

Proactive faking likely exhibits low-load
persistence, reflecting a more manageable
acute load reaction within an effort-recovery
framework. Given its relatively active yet
simple nature as a form of self-control, the
cognitive demands of proactive faking may
remain comparatively low, as regulatory ef-
forts primarily focus on an intentional process
aimed at impression management (Rafaeli
and Sutton, 1987). By avoiding the complex
dual task of managing conflicting internal
states, the associated effort remains manage-
able and temporary—a necessary short-term
cost to meet immediate professional demands.

Crucially, in this theatrical context, in-
dividuals find it easier to disengage once an
interaction concludes. Unlike suppressive fak-
ing, proactive faking is less likely to main-
tain persistent preoccupation with concealing
forbidden emotions. Without this constant

internal pressure, the state of tension natu-
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rally fades during off-job time. This could al-
low employees to more effectively disengage
and initiate the replenishment of self-regu-
latory resources, potentially ensuring that
the strain dissipates rather than accumulat-
ing into a persistent load effect. Therefore,
while proactive faking consumes resources in
the short term, its nature as a discrete acute
load could facilitate a healthier recovery cycle,
potentially preventing long-term burnout.

In contrast, suppressive faking appears to
generate high-load persistence through a self-
perpetuating dual-task mechanism. Initially,
the ironic monitoring process may create ‘un-
finished cognitive business,” as suppressed
emotions could remain psychologically active,
demanding continued regulatory effort even
after work (Uy et al., 2017). Furthermore,
suppression may impede natural emotional
processing, potentially resulting in un-
resolved emotional residues (Gross and John,
2003). This persistent activation could inter-
fere with recovery processes necessary for
sleep restoration (Sonnentag et al., 2008):
although sleep may alleviate physical ten-
sion, it may have limited efficacy in resolving
lingering negative affect (Frérart et al.,
2023). These differential patterns suggest
that while proactive faking may create tem-
porary acute strain, suppressive faking is
more likely to generate lasting psychological
residues that accumulate and contribute to

chronic burnout (Lee et al., 2023b).
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2.3 The Psychological Conseguences:
Inauthenticity and Cognitive Dissonance

Emotional dissonance -the conscious aware-
ness of a discrepancy between felt and ex-
pressed emotions -is a central psychological
state that translates emotional labor into
burnout (Grandey, 2003). Drawing on cogni-
tive dissonance theory, research suggests
that this state is not inherently detrimental.
The negative consequences of dissonance ap-
pear to depend on whether faking emotions
threatens an employee's core self-concept
(Pugh et al., 2011). This threat can manifest
in two ways: as conflict with one’s values (a
threat to self-liking) or as a challenge to
one’s abilities (a threat to self-competence).
For example, consider a restaurant server
who must laugh politely at an unfunny joke.
A clear state of emotional dissonance exists
between their internal feeling ("This joke is
terrible”) and their
("Haha, that’s hilarious!”).

dissonance is unlikely to cause lasting strain

external expression

However, this

because the act does not threaten the serv-
er’s core self-concept. Instead of a deep vio-
lation of their values, the server may frame
the act as a successful execution of the pro-
fessional skill needed to secure a good tip. In
this case, dissonance is a manageable aspect
of the job that bolsters their sense of self-
competence, rather than threatening their

self-liking.

HYSHATL ®553 23 20261 42

This example illustrates the proposed core
theoretical distinctions. The role of proactive
faking is theoretically ambiguous, as its psy-
chological meaning can be interpreted in two
opposing ways depending on its interaction
with an employee’s self-concept (Pugh et al.,
2011). Specifically, when an act is framed as
a professional skill, it is less likely to pose a
significant threat to self-concept (Ashforth
and Humphrey, 1993). Successful perform-
ance without internal conflict can foster feel-
ings of mastery and self-competence, thereby
reducing dissonance and mitigating the risk
of burnout (Lennard et al., 2019: Pugh et
al., 2011; Yagil, 2020).

However, behavioral discrepancy inherent
in proactive faking—displaying an emotion
that is not genuinely felt—can still be prob-
lematic for some employees. For individuals
who place a high personal value on au-

thenticity those for whom expressing their

“true self” is central to self-liking any act of

displaying an unfelt emotion can be perceived
as a conflict with their core values, regard-
less of the effort involved (Pugh et al.,
2011). From this perspective, the behavior
itself, while not requiring cognitive load, cre-
ates dissonance by violating personally held
standards of conduct. Because proactive fak-
ing can be psychologically interpreted as ei-
ther an affirmation of competence or a viola-
tion of authenticity, the following competing

hypotheses are proposed:

1013



Songuk Choi

Hypothesis la: Emotional dissonance (T)
mediates the negative relationship between
proactive faking (T-1) and subsequent burn-
out dimensions (T+1).

Hypothesis 1b: Emotional dissonance (T)
mediates the positive relationship between
proactive faking (T-1) and subsequent burn-

out dimensions (T+1).

In contrast, suppressive faking is theorized
to be a potent threat to self-concept. The du-
al task of actively suppressing a genuine
negative emotion while generating a contrary
positive display creates significant conflict
with the value of authenticity, directly
threatening employees sense of self-liking
(Pugh et al., 2011). Furthermore, this de-
manding dual task can trigger ironic mon-
itoring processes (Wegner, 1994), potentially
leading to perceived failure of self-control
that threatens one’s sense of self-competence
(Deng et al., 2017). Consequently, dissonance
arising from suppressive faking is likely to be
a profound psychological conflict, depleting
resources and persisting beyond the work-
day, and leading to heightened emotional
dissonance and burnout (Lee et al., 2023b;
Uy et al., 2017).

Hypothesis 2: Emotional dissonance (T)
mediates the positive relationship between
suppressive faking (T-1) and subsequent

burnout dimensions (T+1).
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A significant difference is predicted in the
indirect effects of the two strategies. This
prediction is based on the argument that
suppressive faking is fundamentally more
cognitively demanding and self-threatening
than proactive faking. It imposes a high cog-
nitive load due to its dual-task nature
(Gross, 2015: Wegner, 1994) and creates a
direct conflict with an employee’s values of
authenticity, thereby posing a significant
threat to the self-concept (Pugh et al.,
2011). In contrast, proactive faking involves
a lower cognitive load and, framed as an act
of professional competence, is less likely to
threaten core values and may even bolster
the self-concept. Therefore, the indirect ef-
fect of suppressive faking on burnout is ex-
pected to be significantly stronger and more
detrimental than that of proactive faking.

Accordingly:
Hypothesis 3: The indirect effect of sup-
pressive faking on burnout dimensions, via

emotional dissonance, is stronger than that

of proactive faking.

IIl. Methods

3.1 Participants and Study Context

The study sample consisted of 60 full-time

HYSHATL ®553 23 20261 42
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female early childhood educators from South
Korea, with a mean age of 41.6 years (SD =
6.6) and an average teaching experience of
6.2 years (SD = 3.7). This population was
strategically selected for several reasons.
First, unlike service roles characterized by
brief transactional interactions, early child-
hood educators engage in hundreds of sus-
tained and emotionally intense daily inter-
actions with children (Fairchild and Mikuska,
2021). Second, their work inherently de-
mands both forms of surface acting examined
in this study: they must frequently engage in
proactive faking - such as projecting enthusi-
asm and cheerfulness regardless of their ac-
tual feelings - and suppressive faking - such
as suppressing frustration when managing
challenging behaviors while simultaneously
displaying warmth (Taxer and Frenzel, 2015).
Crucially, the professional role of early child-
hood educators provides strong intrinsic jus-
tification for such emotional displays. Their
emotional performance is often not merely an
organizational requirement, but is framed as
an essential act of care aimed at fostering
children’s emotional well-being, social devel-
opment, and learning (Harrington et al.,
2020). This inherent prosocial motivation
differentiates their context from many other
service roles and provides a compelling ra-
tionale for why proactive faking, in partic-
ular, might be interpreted differently by

these professionals, potentially mitigating
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the dissonance effects associated with
inauthenticity. This combination of sustained
emotional demands, clear requirements for
both strategies, and strong professional jus-
tification provides an optimal context for de-
tecting their differential effects. The sin-
gle-gender composition reflects the demo-
graphic reality of early childhood education
in South Korea and enhances internal val-
idity by controlling for potential gender-re-
lated confounding factors in emotional labor
processes. However, this sample character-
istic limits the generalizability of the find-
ings to male educators and other occupa-

tional contexts.

3.2 Procedure

This study employed a diary methodology
spanning ten consecutive workdays to cap-
ture the dynamic nature of emotional regu-
lation strategies (Scott and Barnes, 2011).
The design aimed to observe the lagged ef-
fects of the two surface acting strategies
(Day t-1)—proactive faking and suppressive
faking—on emotional dissonance (Day t) and
burnout (Day t+1). This approach is essen-
tial for testing the core predictions of the ef-
fort-recovery model, which explains how the
acute costs of emotional labor can accumu-
late into lagged strain (Sonnentag et al.,
2022).

Prior to participation, all potential partic—
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ipants were fully informed about the study's
purpose and procedures, the principle of vol-
untary participation, and the assurance of
anonymity, and written informed consent
was obtained from each. The regional early
childhood education association facilitated
recruitment through fifteen preschools, with
an average of four teachers per preschool.
Participating teachers completed a baseline
survey collecting demographic data and sub-
sequently participated in a daily diary study.
Paper-and-pencil surveys were utilized to
maximize compliance among educators less
(Tella,

2015). Daily in-person data collection was

comfortable with digital formats
performed to ensure continuity and a high
response rate.

Of the 70 initial volunteers, 60 met the in-
clusion criteria after excluding participants
with insufficient or poor-quality data, follow-
ing standard multilevel research practices
(Gabriel et al., 2019). These 60 teachers
provided 596 valid daily responses from a
possible 600, yielding a high response rate
and an average of 9.93 observations per
participant. Missing data ({0.5% per varia-
ble) were handled using multilevel multiple
imputation, which accounted for individual
response patterns over time (Enders et al.,
2016). Participants received $50 as compen-

sation upon completion of the study.

1016

3.3 Measurements

All measures were translated into Korean
using standard forward-backward translation
procedures to ensure conceptual and linguis-
tic equivalence (Brislin, 1970). Daily items
utilized a h-point frequency scale (1 = “Almost
never to 5 = “Very often’), asking partic-
ipants to report their experiences during the
workday.

Proactive faking was operationalized as
the agentic and intentional display of unfelt
emotions in the absence of internal conflict.
This strategy was measured using three
items adapted from the surface acting scale
developed by Diefendorff et al. (2005). These
items were specifically selected to capture
the theatrical and performative construction
of professional displays: ‘T put on an act in
order to deal with children in an appropriate
way, I put on a mask in order to display the
emotions I need for the job,” and T put on a
show or performance when interacting with
children” (a = .86). By focusing on the active
construction of a professional persona—as in-
dicated by terms such as act, mask, and per—
formance—these items reflect the intentional
deployment of required displays without the
reactive inhibition of negative affect. This
measurement approach effectively isolates
the performative component of surface act-
ing, distinguishing it from the dual-task na-

ture of suppressive faking, which explicitly
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involves suppressing conflicting internal
states.

Suppressive Faking measures the resource-
intensive dual task of suppressing genuine
negative emotions while simultaneously dis-
playing required positive emotions. Drawing
from the conceptual core of surface acting—
“displaying emotions different from what I
feel inside” (Diefendorff et al., 2005)— two
items were developed to capture this dual
task: ‘I show an energetic demeanor to the
children, even when I'm in a bad mood from
work (faking energy while suppressing a bad
mood)” and T show a smiling face to the chil-
dren, even when I am frustrating (faking a
smile while suppressing frustration).” Although
conventional scale development typically em-
ploys three or more items, a two-item ap-
proach was chosen for this intensive diary
study. This decision balances measurement
precision with participant burden, aligning
with established precedents in diary re-
search, where brief, face-valid measures ef-
fectively capture narrowly defined constructs
(Drolet and Morrison, 2001; Jensen et al.,
2003). This approach is also consistent with
foundational emotional labor studies, such as
Grandey (2003), which utilized a two-item
measure for surface and deep acting. The items
demonstrated acceptable internal consistency
throughout the study period (a = .75).

Emotional dissonance was assessed using

four items from Andela et al. (2015), who re-
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fined earlier measures to capture the sub-
jective experience of emotional discrepancy.
Sample items included: T feel a discrepancy
between the emotions that I express in order
to be professional and the emotions that I
feel” and "My job situation leads me to feel a
discrepancy between the emotions that I feel
and the emotions that I would like to feel” (a
= 91).

Burnout dimensions were assessed using
items adapted from the Maslach Burnout
Inventory - Educators Survey (Schaufeli et
al., 1996). Emotional exhaustion (four items)
measured feelings of emotional overextension
(e.g., T felt emotionally drained from my
work today; a = .82). Depersonalization
(three items) measured cynical responses to-
ward children (e.g., T have become more
cynical about this jobs a = .79). Finally,
personal accomplishment (five items) as-
sessed feelings of competence and successful
achievement in one's work (e.g., T felt I was
making a positive impact on the children’s
development’; @ = .89). Consistent with the
original MBI scoring protocol, this study uti-
lized raw scores for all dimensions. Higher
scores for exhaustion and depersonalization
indicated increased burnout, whereas lower
scores for personal accomplishment signified
reduced efficacy or a lack of accomplishment
within the burnout syndrome (Maslach et
al., 2001).

Scale validation was assessed for reli-
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ability using multilevel omega (®), an appro-
priate statistic for analyzing nested diary da-
ta (Geldhof et al., 2014). Between-person
(@ ) .95). As
shown in Table 1, within-person reliabilities
ranged from .6 to 2.79. Although the lower

end of this range is modest, values above .60

reliabilities were excellent

are generally considered acceptable for daily
state measures in intensive diary studies,
considering the expected day-to-day varia-
bility of these constructs (McNeish, 2018).
Therefore, the measures were deemed ad-
equate for capturing variance at both levels

in the present study.

3.4 Analvtical Strategy

The data structure comprised 596 daily ob-
servations (Level 1) nested within 60 in-
dividuals (Level 2). A time-lagged multilevel
path analysis was conducted using Mplus 8.6
(Muthén and Muthén, 1998 -2017). This ap-
proach simultaneously estimated within-person

daily processes, focusing specifically on how

an individual’s daily experiences - such as
faking strategies, dissonance, and burnout -
fluctuated around their own average levels
over time, while controlling for stable be-
tween-person differences.

The model examined two pathways at the
within—-person level: (1) an indirect pathway
in which surface acting strategies at T-1
(yesterday) predicted emotional dissonance
at T (today), which subsequently predicted
burnout dimensions at T+1 (tomorrow), and
(2) a direct pathway in which surface acting
strategies at T-1 predict burnout dimensions
at T+1. This temporal specification allows
for modeling the dynamics of emotional regu-
lation and recovery within individuals across
days.

To isolate these purely within—person ef-
fects and enhance causal inference, the mod-
el implicitly incorporated individual fixed
effects. Using group-mean centering to con-
trol for proactive faking and suppressive fak-
ing (Enders and Tofighi, 2007), the analysis

effectively accounted for all stable, time-in-

(Table 1) Multilevel Reliability of Variables of Interest

Variables w-between o-within H-between H-within
Proactive faking .96 71 .98 73
Suppressive faking .95 .62 .95 .63
Emotional dissonance .99 73 .99 1T
Emotional exhaustion .95 .63 1.00 .64
Depersonalization .95 .67 .99 .70
Personal accomplishment .96 79 .96 .80

Note. Within-person (N=596), Between-person (N=60).
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variant differences between individuals, such
as personality, baseline burnout levels, and
demographic characteristics. This ensures
that the estimated relationships reflect how
changes in a person’s daily faking strategies
relate to changes in their subsequent dis-
sonance and burnout, rather than reflecting
pre-existing differences between people.

Furthermore, to ensure robust inferences
regarding daily changes, the model incorporated
autoregressive controls. The prior-day levels
of emotional dissonance and all three burn-
out dimensions were included as predictors.
This controls for the temporal stability of the
variables and isolates the unique daily ef-
fects of the surface acting strategies, provid-
ing a more stringent test of the hypotheses
by accounting for carry-over effects from pre-
vious days. Additionally, by accounting for
these prior-day baseline states, the model
indirectly controlled for participants general
negative psychological state, thereby miti-
gating potential confounding from un-
measured daily negative affect. Deep acting
was excluded from the model for theoretical
focus, as autoregressive controls already ac-
count for the cumulative effects of prior be-
haviors, including deep acting.

Bayesian estimation was employed due to its
suitability for this lagged multilevel model.
All hypotheses were tested by assessing
whether the 95% credible intervals for the
relevant indirect effects (H1 and H2) and
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their differences (H3) excluded zero, in ac-
cordance with current practices for testing
mediation in complex models (McNeish and
MacKinnon, 2022).

IV. Results

4.1 Descriptive Statistics and Confirmatory
Factor Analysis

Table 2 presents descriptive statistics, and
Table 3 displays intercorrelations and the re-
sults of variance decomposition. Intraclass
correlation coefficients (ICC1) for the focal
Level 1 variables ranged from .40 to .69, in-
dicating that a substantial proportion of the
total variance (ranging from 31.2% to 60.0%)
was located within individuals (Preacher et
al., 2010). According to Gabriel et al. (2019),
demonstrating substantial within-person var-
iability is a prerequisite for examining expe-
rience sampling data through a multilevel
framework. Consequently, the significant
variation observed at both the within- and
between-person levels provides a robust em-
pirical justification for the multilevel path
analysis.

Multilevel

(MCFA) was employed to examine the discrim-

confirmatory factor analysis

inant validity of the study's core constructs. The

hypothesized six-factor model, which posited
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(Table 2) Descriptive Statistics, Correlations, and Reliability

Variables Mean | SD 1 2 3 4 5 6 7 8

1.Age 41.6 | 6.65 -

2. Tenure 6.2 | 3.7 |.12*

3.Proactive faking 2.86 | .14 | -.06 | -.08" | (.86) | .21*" | 58" | 50** | .31"" |-.26™"
4 Suppressive faking 3.69 | .53 |.19"" | -14 | 13" | (.75) | .03 .01 -.08 | .24**
5.Dissonance 3.09 | .76 | -.01 | -.09* | .72 | .04 | (91) | .50*" | .36™ |-.39**
6.Exhaustion 243 | .68 | -.07 .02 | .66%* .01 62" | (.82) | 46" |-.28"F
7.Depersonalization 1.45 | 48 | .05 03 | .36%* | -.16"" | 48" | 57 | (\79) | -.15**
8.Personal accomplishment| 3.49 | .59 | .03 | -.06 | -.41"*| .34™ | -52" | -35" | -.20"" | (.89)

Note. Variables 1 through 2 represent between-person (Level 2) variables, while variables 3 through 8 represent
within-person (Level 1) variables. Within-person correlations are presented above the diagonal (N = 596),
between-person correlations are presented below the diagonal (N = 60), and coefficient alphas are reported in
parentheses along the diagonal. **p ( .01, *p { .05 (two-tailed).

proactive faking, suppressive faking, emo-
tional dissonance, emotional exhaustion, de-
personalization, and personal accomplishment
as distinct constructs, exhibited a good fit to
the data (x ? (272) = 497.13, p €.001: CFI =
.93: TLI =.92: RMSEA =.04: SRMR-within
=.04; SRMR-between =.08).

Three alternative models were tested for

comparison. Alternative Model 1, which com-

bined suppressive and proactive faking into a
single surface acting factor, exhibited poor fit
(x*(277) = 729.30, CFI = .86, TLI = .84,
RMSEA = .05). Similarly, Alternative Model
2, which combined suppressive faking with
emotional dissonance, also exhibited poor fit
(x*(308) = 777.73, CFI = .86, TLI = .84,
RMSEA = .05). Alternative Model 3, which

combined suppressive faking with deep act-

(Table 3) Parameter Estimates and Variance Components of Null Models for Level 1 Variables®

. Percentage of
Variable Wlt}.nn—Person Betwleen—Person Within-Person ICC (1) [ICC (2)
Variance (e2) | Variance (r2) .
Variance
Proactive faking .34 bl 40.0% .60 94
Suppressive faking .36 .24 60.0% .40 .87
Dissonance .25 .5b 31.3% .69 .96
Exhaustion .2H 43 36.8% .63 94
Depersonalization 17 21 44.7% .55 .92
Personal accomplishment 21 .33 38.9% 61 94

n = 596. ¢ represents the within—person variance, and 7* represents the between-person variance. The percentage of
variance explained by within—person factors was calculated as e* / (& + 1?).
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ing, also demonstrated poor fit (x%(335) =
832.05, CFI = .87, TLI = .85, RMSEA =
.05). The superior fit of the six-factor model
confirmed the discriminant validity of sup-
pressive faking, proactive faking, and emo-

tional dissonance as distinct constructs.

4.2 Hypothesis Testing

Table 4 presents the results of a multilevel
within-person path model. Credible intervals
are reported at the 95% level.

Hypothesis 1 examined competing path-
ways regarding the impact of proactive fak-
ing on employee burnout. The results sup-
ported the beneficial pathway proposed in
Hypothesis 1a, while Hypothesis 1b (the det-
rimental pathway) was rejected. Proactive
faking was significantly and negatively asso-
ciated with emotional dissonance (B = -.17,
p = .001, 95% CI (-.263, -.073)), suggesting
that this strategy reduces inner emotional
conflict. Emotional dissonance positively pre-
dicted exhaustion (B = .19, p = .009) and
depersonalization (B = .13, p = .007) and
negatively predicted personal accomplish-
ment (B = -.16, p = .003). Consistent with
the three-factor model of burnout (Maslach
et al., 2001), the negative association be-
tween emotional dissonance and personal ac-
complishment reflects efficacy reduction.

Consequently, the indirect effects were sig—-

nificant for all three outcomes, revealing a
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protective mechanism: the indirect effect on
exhaustion was -.03 (CI (-.061, -.004]), on
(-.041,
-.004])), and on personal accomplishment
was .03 (CI (.005, .052)).
support Hypothesis 1a, suggesting that pro-

depersonalization was -.02 (CI

These findings

active faking exerts a lagged beneficial effect
on employee well-being by mitigating emo-
tional dissonance.

Hypothesis 2, which predicted that emo-
tional dissonance would mediate the rela-
tionship between suppressive faking and
burnout, was fully supported by this study.
Suppressive faking was positively related to
emotional dissonance (B = .11, p = .005,
95% CI (.028, .200)). This heightened dis-
sonance subsequently predicted higher burn-
out scores across all dimensions. The indirect
effects were significant and detrimental: the
indirect effect on exhaustion was .02 (CI
(.002, .044)), on depersonalization was .01
(CI (.002, .030])), and on personal accom-
plishment was -.02 (CI [(-.038, -.002)).
These results confirm that suppressive fak-
ing depletes psychological resources, leading
to increased exhaustion and a diminished
sense of achievement.

Finally, Hypothesis 3, which predicted a
significant difference in the indirect effect of
suppressive faking compared to proactive
faking, was supported. The analysis revealed
a clear contrast in the functional directions

of the two strategies. Although both operate
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through the mediator of emotional dis-
sonance, their impacts are opposing: sup-
pressive faking serves as a strain-inducing
factor, while proactive faking acts as an
adaptive and protective mechanism, confirm-
ing that the two strategies have opposing ef-
fects on educators” well-being. This confirms

that the two strategies have opposing effects

on educators’ well-being.

In addition, the positive correlations be-
tween proactive faking, emotional dissonance,
and burnout in Table 2 likely reflect a be-
tween-person artifact, whereby individuals
in high-demand emotional labor environ-
ments tend to employ all types of faking

strategies more frequently. However, in the

(Table 4) Results of the Within-Person Path Analysis

Path Estimate |S.D.| p-value 95% C.1.
Path a: Strategy (T-1) — Dissonance (T)
Proactive faking — Dissonance -.17 05| .001" [(-.263, -.073)

Suppressive faking — Dissonance

11 04| .005" (.028, .200)

Path b: Dissonance (T) — Burnout (T+1)

Dissonance — Exhaustion

19 .06 | .009 (.045, .286)

Dissonance — Depersonalization

13 04 | .007 (.039, .200)

Dissonance — Accomplishment

-.16 05| .0037 | [-.243, -.054)

Path c: Surface acting (T-1) — Burnout (T+1)

Proactive faking — Exhaustion

-.02 .04 | .336

Proactive faking — Depersonalization

-.05 .04 | .065

Proactive faking — Accomplishment

-.01 .04 431

Suppressive faking — Exhaustion

Suppressive faking — Depersonalization

.03 04| 184

Suppressive faking — Accomplishment

( )
( )
(- .017)
-.06 .04 | .069 (-.149, .020)
( )
( )

.02 .04 | .358

Indirect Effects (Mediation)

Proactive faking — Dissonance — Exhaustion

-.03 01| .009

Proactive faking — Dissonance — Depersonalization

-.02 01| .008

Proactive faking — Dissonance — Accomplishment

.03 01| .004" (.005, .052)

Suppressive faking — Dissonance — Exhaustion

02 01| .014 (.002, .044)

Suppressive faking — Dissonance — Depersonalization .01 01 ] .012 (.002, .030]

Suppressive faking — Dissonance — Accomplishment

-.02 01| .008

R-SQUARE (Within level)

Dissonance .66 121 .000 (.193, .762)
Exhaustion .28 .08 | .000 (.113, .445)
Depersonalization 15 .07 | .000 (.042, .293)
Accomplishment .22 .08 | .000 (.076, .379]
Deviance (DIC) 5371.42 (38)
Estimated Number of Parameters (pD) 244.01

Note. Within—person sample size = 596; between-person sample size = 60; The p-values represent one-tailed

posterior probabilities. Asterisks denote statistical significance based on two-tailed criteria: *p ( .05, **p ¢ .01.

1022

HYSHATL ®553 23 20261 42



The Bright and Dark Sides of Surface Acting: A Daily Diary Study of Proactive and Suppressive Faking

multilevel path analysis (Table 4), after con-
trolling for other variables (e.g., mean level
of dissonance), proactive faking significantly
reduced the unique variance of emotional
dissonance. This suggests that the adaptive
nature of this strategy is more accurately re-
vealed within a time-lagged causal frame-

work that isolates its specific contributions.

V. Discussion

This study challenges the prevailing mono-
lithic view of surface acting by distinguishing
between two distinct strategies—proactive
faking and suppressive faking—and examin-
ing their differential lagged effects on sub-
sequent employee well-being. These findings
support the hypotheses, offering a more nuanced
understanding of emotional labor that in-
tegrates both the resource depletion and cog-
nitive dissonance perspectives.

First, the findings regarding proactive fak-
ing, mirroring the Emotional Suppression
items in the PELS-such as masking neg-
ative emotions to maintain professionalism -
support Hypothesis la. While Clarke et al.
(2024) found that emotional suppression did
not uniquely predict emotional exhaustion,
this study demonstrates that such sup-
pression can serve an adaptive function when

combined with agentic intent. Consistent
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with the dissonance-based model (Pugh et
al., 2011), proactive faking lacking a strong
internal conflict is less likely to be perceived
as a threat to one’s values or authenticity.
Instead, successful emotional performance
can be framed as an act of professional skill.
As a low-cost cognitive task (aligned with
the resource depletion view), this bolsters
feelings of competence - such as personal ac-
complishment - and control - such as reduced
fatigue and depersonalization - thereby re-
ducing dissonance and protecting employees
from burnout. This explains why it reduces dis-
sonance and protects employees from burnout.

Second, as predicted in Hypothesis 2, sup-
pressive faking - which mirrors the Expressive
Amplification items in the PELS, such as ex-
pressing a positive mood while experiencing
negative emotions - was found to have detri-
mental effects. This finding extends the work
of Clarke et al. (2024), who observed that
expressive amplification is a relatively neu-
tral predictor of burnout. Furthermore, this
finding demonstrates that suppressive faking
activates harmful mechanisms. As the dis-
sonance-based model predicts, an act threat—-
ens oneself. The internal battle of suppress-
ing a genuine negative emotion while faking
a positive one creates a direct conflict with
one’s personal values of authenticity, posing
a significant threat to self-liking (Pugh et
al., 2011). Simultaneously, as the resource

depletion model explains, this internal battle
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is a cognitively expensive dual task. The
ironic monitoring process (Wegner, 1994) can
then create a persistent psychological resi-
due, or persistent load effect, that interferes
with overnight recovery and establishes a
pathway from a self-threatening act to lon-
ger-term strain.

Finally, the professional context of teach-
ing offered deeper insights into the benefits
of proactive faking in this study. For educa-
tors, displaying positive emotions toward
young children is not simply “acting,” but is
deeply integrated with their professional
identity as caregivers. When surface acting is
motivated by prosocial or benevolent in-
tentions, it is less likely to be inauthentic
and emotionally exhausting. Within this con-
text, proactive faking serves a positive pur-
pose: nurturing the child’s well-being. This
may justify such behavior, which, according
to cognitive dissonance theory, attenuates
the negative effects of perceived discrep-
ancies (Lennard et al., 2019: Pugh et al.,
2011; Yagil, 2020). Therefore, for these teach-
ers, proactive faking may function as an act
of professional care that affirms their iden-
tity rather than an act of inauthenticity that
depletes it.

5.1 Theoretical Implications

This study offers several theoretical con-

tributions by integrating dissonance theory
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with the temporal dynamics of emotional
labor.

First, this study initiates a consensus shift
by empirically validating recent critiques of
the emotional labor literature (Gabriel et al.,
2023; Zapf et al., 2021). For decades, the
monolithic treatment of surface acting has
led to measurement conflation, improperly
blending the behavioral act of faking with the
internal state of emotional dissonance. By
decoupling these constructs within a daily
work context, this study demonstrates that
proactive faking, when isolated from sup-
pression, protects against burnout. These
findings shift the scholarly conversation from
whether faking is inherently detrimental to
identifying the specific conditions under
which acting strategies mask or reveal psy-
chological outcomes.

Second, this study contributes to the devel-
opment of a consensus by resolving long-
standing inconsistencies regarding the effects
of surface acting. Reconciling the conflicting
arguments raised by Zapf et al. (2021), this
study argues that such discrepancies arise
from obscured psychological pathways. By
decomposing the monolithic construct into
proactive faking (a professional skill) and
suppressive faking (a self-threatening act),
this study establishes that the harm tradi-
tionally attributed to surface acting is a
property of the suppression involved, rather

than the act of faking itself. This provides a
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extension of Clarke et al. (2024). While they
identified dissonance as a unique predictor of
exhaustion, this study pinpointed sup-
pressive faking (mirroring the EA items in
the PELS) as the specific toxic mechanism
that generates such dissonance.

Third, this study highlights the context-
dependent nature of emotional faking. When
faking aligns with prosocial professional
roles, it functions as an expression of com-
petence rather than a source of strain. This
finding aligns with cognitive dissonance
theory, which posits that strong prosocial
justification can attenuate negative psycho-
logical effects (Pugh et al., 2011). The re-
sults support the emerging perspective that
“faking in good faith—such as maintaining a
professional mask (mirroring the ES items in
PELS) —can actually lead to a sense of per-
sonal accomplishment and reduced fatigue.

Finally, this study advances theory by in-
tegrating temporal dynamics with the re-
source depletion model. Addressing critiques
of Clarke et al. (2024) and Zapf et al.
(2021), this diary study demonstrates how a
monolithic view overlooks differential re-
source depletion over time. Introducing the
concept of load persistence from the ef-
fort-recovery model (Meijman and Mulder,
1998), this study identifies a resource-based
mechanism - suppressive faking - as a cogni-
tively taxing dual task that generates a per—

sistent load effect, interfering with overnight

HYSHATL ®553 23 20261 42

recovery. Conversely, proactive faking facili-
tates an adaptive pathway, avoiding cumu-
lative strain and protecting employee re-

sources across successive workdays.

5.2 Practical Implications

The findings offer actionable guidance ground-
ed in theories of regulatory flexibility and
cognitive dissonance. Interventions should
shift from broadly discouraging surface act—
ing to a more nuanced approach - cultivating
proactive faking as a tool within a flexible
repertoire while actively preventing the need
for suppressive faking, which triggers self-
concept threats.

Regarding proactive faking, it functions as
a psychological defense when distinct from
suppression. This aligns with regulatory flex—
ibility theory, which emphasizes the adaptive
value of possessing diverse strategies and de-
ploying them appropriately (Bonanno and
Burton, 2013). Proactive faking is a strategy
within an employee’s toolkit. Therefore, or-
ganizations can reframe proactive faking as a
skill within a flexible skill repertoire. Rather
than viewing all faking as inauthentic, pro-
active faking can be positioned as pro-
fessional “emotional acting,” which enhances
an employee’s repertoire. For instance, train-
ing for flight attendants could teach them to
view projecting calmness during mild turbu-

lence (even if feeling neutral) not as deceit
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but as a professional skill used flexibly along-
side genuine reassurance when appropriate.
Similarly, training for early childhood educa-
tors could teach them to view projecting en-
thusiasm during routine song time (even if
feeling tired) as a professional skill, enhanc-
ing their range of responses. Training should
prioritize context sensitivity, discerning when
this strategy is effective (e.g., brief, routine
interactions) versus when alternative strat-
egies are more suitable (e.g., deep acting for
complex customer issues). Furthermore, or-
ganizations should foster competence through
flexible strategy utilization. Supporting em-
ployees to recognize that strategically em-
ploying proactive faking expands their op-
tions and bolsters their control and com-
petence is crucial. A call center agent trained
to utilize proactive faking for simple inquiries
can maintain genuine empathy for complex
complaints. Likewise, an early childhood edu-
cator employing proactive faking (e.g., feign-
ing patience during minor toy disputes) for
routine demands could reserve deeper emo-
tional resources for more complex situations,
such as addressing a parent’s serious concern.
Flexible use fosters a sense of competence
and control. The goal is to build overall regu-
latory flexibility with proactive faking as a
functional tool for emotion regulation.
Regarding suppressive faking, organiza-
tional priority should be prevention, thereby

reducing the need for suppression. An effec-
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tive approach involves minimizing situations
that necessitate suppressive faking. For ex-
ample, a hospital could implement clear pro-
tocols for nurses when encountering verbally
abusive patients, facilitating disengagement
rather than requiring suppressed anger.
Similarly, an early childhood center could
implement behavioral support plans for chil-
dren and parents, providing teachers with
strategies and support, rather than leaving
them to suppress frustration independently.
This reduces unnecessary conflict and fos-
ters supportive leadership, enabling con-
structive voicing of frustration outside of di-
rect interactions. When suppression is un-
avoidable, organizations should aim to buffer
self-threats. Offers recovery resources (breaks
and peer support) after suppressive acts.
Allowing employee time to debrief with a col-
league could help process emotional residue.
Bolster employees” self-efficacy in managing
internal conflict, potentially reducing the
threat to self-competence.

The beneficial effects of proactive faking
among teachers highlight a critical factor:
prosocial justification. According to cognitive
dissonance theory, a strong justification for
one’s behavior can attenuate its negative
psychological effects, offering important im-
plications for managing the costs of emo-
tional labor (Pugh et al., 2011). Particularly
in prosocial contexts (e.g., education, health-

care), emotional displays can be framed not
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merely as organizational requirements, but
as meaningful acts serving the well-being of
others (children, patients). Framing emo-
tional displays as an “act of care” increases
the likelihood that employees will perceive
their emotional performance as a valuable
professional act rather than a depleting
requirement. For example, the beneficial ef-
fects of proactive faking observed among the
educators in this study may stem from such
prosocial justification: emotional displays for
children’s well-being may function as an
identity-affirming act of professional care
rather than being perceived as a threat to
the teacher’s values. Organizations can pro-
vide compelling justification by explicitly
connecting these behaviors to a prosocial
mission, thereby preventing them from being
perceived as a threat to employees values.
Similarly, providing clear justification is cru-
cial when suppressive faking is unavoidable.
For instance, a hospital manager might frame
a nurse’s suppression of grief as a necessary
professional composure for patient stability,
or a center director might frame an educa-
tor’s suppression of irritation during a diffi-
cult parent meeting as upholding professional
responsibility essential for building trust,
thereby buffering the self-threat. In essence,
linking emotional labor acts to a larger pur-
pose (professionalism and the well-being of
others) is a key strategy for reducing dis-

sonance and mitigating psychological costs.
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5.3 Limitations and Future Research

The findings of this study should be consid-
ered in light of several limitations, which also
offer promising avenues for future research.
First, the reliance on self-report measures
raises the possibility of common method var-
iance: however, the lagged design partially
mitigates this concern (Podsakoff et al.,
2024). Second, the homogeneous sample of
female South Korean educators limits the
generalizability of the findings to other
populations. Future research should repli-
cate these findings across diverse occupa-
tional, gender, and cultural contexts (Tamir
et al., 2024). Third, the temporal lag utilized
in this study may not fully capture the
chronic progression of burnout, as tradition-
ally conceptualized. Nevertheless, daily ex—
haustion exerts lingering effects (Lee et al.,
2023b)

strain. Consistent with the experience sam-

that accumulate into long-term
pling perspective, these daily episodes repre-
sent dynamic building blocks of chronic
well-being. Future studies should integrate
intensive diary designs with long-term longi-
tudinal assessments to elucidate how daily
stressors transition into stable, chronic syn-
dromes over time.

A key direction for future research is to
build upon the initial validation of the two
surface acting strategies. The two-item adap-

tive measure of suppressive faking, while
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necessary for the intensive diary design,
presents a methodological trade-off. Although
its brevity resulted in a modest reliability co-
efficient, it demonstrated sufficient discrim-
inant validity, confirming that the measure
captured a construct distinct from proactive
faking (Drolet and Morrison, 2001: Grandey,
2003; Jensen et al., 2003). Nevertheless, fu-
ture research should focus on developing and
validating a multi-item scale for suppressive
faking measurement (e.g., Clarke et al.,
2024). A more robust scale would enhance
reliability and allow researchers to test the
central argument: the self-concept threat in-
herent in suppression is the primary driver of
negative outcomes in emotional labor.

Furthermore, while this study identified
core behavioral strategies, future research
should directly test the mediating psycho-
logical processes. Pugh et al. (2011) theor-
ized that suppressive faking is harmful be-
cause it threatens an employee’s self-con-
cept, whereas proactive faking is beneficial
because it can bolster a sense of professional
competence. Consequently, the next step is
to directly measure these mediating states,
such as daily fluctuations in feelings of au-
thenticity, to empirically test these compet-
ing psychological pathways.

Finally, future research should delineate
the boundary conditions under which the
beneficial effects of proactive faking emerge.

The findings from this sample of educators

1028

suggest that a prosocial context is a key fac-
tor, as it provides a strong justification for
behaviors that mitigate threats to an em-
ployee’s values. However, as recent critiques
suggest, it remains to be seen whether these
adaptive effects hold in professional contexts
with differing emotional display rules. For
instance, in occupations such as medicine,
law, or funeral services—where norms of af-
fective neutrality or even the display of som-
ber, negative emotions are mandated—the
psychological framing of proactive faking may
differ fundamentally from the positive domi-
nant norms of early childhood education.
Future studies should systematically inves-
tigate other potential moderators identified
in the cognitive dissonance literature, in-
cluding prosocial impact, personal values re-
garding authenticity, and surface acting
self-efficacy (Choi et al., 2013: Deng et al.,
2017 Lennard et al., 2019; Yagil, 2020).
Identifying the specific conditions that de-
termine whether proactive faking functions
as a protective coping strategy or a re-
source-draining stressor is essential for de-
veloping nuanced organizational interventions

that truly support employee well-being.

VI. Conclusion

Surface acting is not a monolithic or uni-
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formly harmful construct. This study pro-
vides evidence that the consequences of sur-
face acting depend entirely on a critical dis-
tinction: whether employees merely perform
an unfelt emotion or simultaneously suppress
genuine emotions. These findings demon-
strate that proactive faking can be a sustain-
able and beneficial coping strategy, protect-
ing employees from burnout, particularly in
prosocial contexts. Conversely, the dual task
of suppressive faking is the primary driver of
the psychological costs traditionally asso-
ciated with emotional labor. This distinction
is vital for advancing theory and developing
more effective, targeted interventions to pro-
tect employee well-being in emotionally de-

manding work.

References

Andela, M., Truchot, D., and Borteyrou, X. (2015).
“Emotional Labour and Burnout: Some Meth-
odological Considerations and Refinements,”
Canadian Journal of Behavioural Science /
Revue Canadienne des Sciences du Compor-
tement, 47(4), pp.321-332.

Ashforth, B. E., and Humphrey, R. H. (1993).
“Emotional Labor in Service Roles: The
Influence of Identity,” Academy of Mana-
gement Review, 18(1), pp.88-115.

Brislin, R. W. (1970). "Back-Translation for Cross-

Cultural Research,” Journal of Cross-

HYSHATL ®553 23 20261 42

Cultural Psychology, 1(3), pp.185-216.

Bonanno, G. A., and Burton, C. L. (2013). "Regulatory
Flexibility: An Individual Differences Per-
spective on Coping and Emotion Regulation,”
Perspectives on Psychological Science, 8(6),
pp.591-612.

Brotheridge, C. M., and Lee, R. T. (2003). “Development
and Validation of the Emotional Labour
Scale,” Journal of Occupational and Organi-
zational Psychology, 76(3), pp.365-379.

Chae, Y. J. and Yang, K. (2020). "Customer (in)
Civility and Emotional Labor: Testing a
Multilevel Mediation Model,” Korean Mana-
gement Review, 49(3), pp.627-654.

Chawla, N., Gabriel, A. S., Rosen, C. C., Evans,
J. B., Koopman, J., Hochwarter, W. A., ...
and Jordan, S. L. (2021). "A Person
Centered View of Impression Management,
Inauthenticity, and Employee Behavior,”
Personnel Psychology, 74(4), pp.657-691.

Choi, S., Kluemper, D. H., and Sauley, K. S. (2013).
“Assessing Emotional Self Efficacy: Eval-
uating Validity and Dimensionality With
Cross Cultural Samples,” Applied Psychology,
62(1), pp.97-123.

Clarke, J. J., Rees, C. S., Mancini, V. O., and
Breen, L. J. (2024). "Psychometric Properties
of the Perth Emotional Labour Scale:
Preliminary Support for a New Measure
With Theoretical Implications,” Stress and
Health, 40(5), e3448.

Deng, H., Walter, F., Lam, C. K., and Zhao, H.
H. (2017). “Spillover Effects of Emotional
Labor in Customer Service Encounters
Toward Coworker Harming: A Resource
Depletion Perspective,” Personnel Psychology,
70(2), pp.469-502.

1029



Songuk Choi

Diefendorff, J. M., Croyle, M. H., and Gosserand,
R. H. (2005). "The Dimensionality and An-
tecedents of Emotional Labor Strategies,”
Journal of Vocational Behavior, 66(2),
pp.339-357.

Drolet, A. L., and Morrison, D. G. (2001). "Do We
Really Need Multiple-Item Measures in
Service Research?,” Journal of Service Research,
3(3), pp.196-204.

Enders, C. K., and Tofighi, D. (2007). "Centering
Predictor Variables in Cross—Sectional
Multilevel Models: A New Look at an Old
Issue,” Psychological Methods, 12(2), pp.
121-138.

Enders, C. K., Mistler, S. A., and Keller, B. T.
(2016). "Multilevel Multiple Imputation:
A Review and Evaluation of Joint Modeling
and Chained Equations Imputation,” Psy-
chological Methods, 21(2), pp.222-240.

Fairchild, N., and Mikuska, E. (2021). "Emotional
Labor, Ordinary Affects, and the Early
Childhood Education and Care Worker,”
Gender, Work & Organization, 28(3), pp.1177-
1190.

Frérart, L., Bilsen, L., Dejonckheere, E., and
Kuppens, P. (2023). “Overnight Emotional
Stability in Relation to Depressive Sym-
ptomatology and Subjective Sleep Quality,”
Sleep Advances, 4(1), zpac048.

Gabriel, A. S., Diefendorff, J. M., and Grandey,
A. A. (2023). "The Acceleration of Emotional
Labor Research: Navigating the Past and
Steering Towards the Future,” Personnel
Psychology, 76(2), pp.511-545.

Gabriel, A. S., Podsakoff, N. P., Beal, D. J., Scott,
B. A., Sonnentag, S., Trougakos, J. P., and
Butts, M. M. (2019). "Experience Sampling

1030

Methods: A Discussion of Critical Trends
and Considerations for Scholarly Advancement,”
Organizational Research Methods, 22(4),
pp.969-1006.

Geldhof, G. J., Preacher, K. J., and Zyphur, M. J.
(2014). "Reliability Estimation in a Multilevel
Confirmatory Factor Analysis Framework,”
Psychological Methods, 19(1), pp.72-91.

Grandey, A. A. (2003). “When ‘the Show Must Go
On’: Surface Acting and Deep Acting as
Determinants of Emotional Exhaustion and
Peer-Rated Service Delivery,” Academy of
Management Journal, 46(1), pp.86-96.

Grandey, A. A., and Gabriel, A. S. (2015). "Emotional
Labor at a Crossroads: Where Do We Go
From Here?,” Annual Review of Organizational
Psychology and Organizational Behavior,
2(1), pp.323-349.

Grandey, A. A., and Melloy, R. C. (2017). "The
State of the Heart: Emotional Labor as
Emotion Regulation Reviewed and Revised,”
Journal of Occupational Health Psychology,
22(3), pp.407-422.

Gross, J. J. (2015). "Emotion Regulation: Current
Status and Future Prospects,” Psychological
Inquiry, 26(1), pp.1-26.

Gross, J. J., and John, O. P. (2003). “Individual
Differences in Two Emotion Regulation
Processes: Implications for Affect, Rela-
tionships, and Well-Being,” Journal of Per-
sonality and Social Psychology, 85(2),
pp.348-362.

Harrington, E. M., Trevino, S. D., Lopez, S., and
Giuliani, N. R. (2020). "Emotion Regulation
in Early Childhood:
Socioemotional and Academic Components

20(1),

Implications for

of School Readiness,” Emotion,

HYSHATL ®553 23 20261 42



The Bright and Dark Sides of Surface Acting: A Daily Diary Study of Proactive and Suppressive Faking

pp.48-53.
Hiilsheger, U. R., and Schewe, A. F. (2011). "On
the Costs and Benefits of Emotional

Labor: A Meta-Analysis of Three Decades
of Research,” Journal of Occupational Health
Psychology, 16(3), pp.361-389.

Jensen, M. P., Keefe, F. J., Lefebvre, J. C., Romano,
J. M., and Turner, J. A. (2003). “One-
and Two-Item Measures of Pain Beliefs
and Coping Strategies,” Pain, 104(3), pp.
453-469.

Lee, F. C., Diefendorff, J. M., Nolan, M. T., and
Trougakos, J. P. (2023b). "Emotional Exhaus-
tion Across the Workday: Person-Level and
Day-Level Predictors of Workday Emotional
Exhaustion Growth Curves,” Journal of
Applied Psychology, 108(10), pp.1662-1679.

Lee, J. H., Moon, Y. K., Yang, Y. E., and Park,
J. S. (2023a). "Expansion of Leader's Emotional
Labor: Scale Revision and Mediation Analysis,”
Korean Management Review, 52(1), pp.
59-92.

Lennard, A. C., Scott, B. A., and Johnson, R. E.
(2019). "Turning Frowns (and Smiles) Upside
Down: A Multilevel Examination of Surface
Acting Positive and Negative Emotions on
Well-Being,” Journal of Applied Psychology,
104(9), pp.1164-1180.

Lian, H., Yam, K. C., Ferris, D. L., and Brown, D.
(2017). “Self-Control at Work,” Academy of
Management Annals, 11(2), pp.703-732.

Maslach, C., Schaufeli, W. B., and Leiter, M. P.
(2001). "Job Burnout,” Annual Review of
Psychology, 52, pp.397-422.

McNeish, D. (2018). "Thanks Coefficient Alpha,
We'll Take It From Here,” Psychological
Methods, 23(3), pp.412-433.

HYSHATL ®553 23 20261 42

McNeish, D., and MacKinnon, D. P. (2022).
“Intensive Longitudinal Mediation in Mplus,”
Psychological Methods, 27(4), pp.556-582.

Meijman, T. F., and Mulder, G. (1998). "Psy-
chological Aspects of Workload,” in P. J.
D. Drenth, H. Thierry, & C. J. de Wolff
(Eds.), Work Psychology, pp.5-33.

Muraven, M., and Baumeister, R. F. (2000). “Self-
Regulation and Depletion of Limited Re-
sources: Does Self-Control Resemble a
Muscle?,” Psychological Bulletin, 126(2),
pp.247-259.

Muthén, L. K., and Muthén, B. O. (1998-2017).
“Mplus User’s Guide (8th ed.),” Muthén &
Muthén.

Podsakoff, P. M., Podsakoff, N. P., Williams, L.
J., Huang, C., and Yang, J. (2024). "Common
Method Bias: It's Bad, It's Complex, It's
Widespread, and It's Not Easy to Fix,’
Annual Review of Organizational Psychology
and Organizational Behavior, 11(1), pp.17-61.

Preacher, K. J., Zyphur, M. J., and Zhang, Z.
(2010). "A General Multilevel SEM Framework
for Assessing Multilevel Mediation,” Psy-
chological Methods, 15(3), pp.209-233.

Pugh, S. D., Groth, M., and Hennig-Thurau, T.
(2011). "Willing and Able to Fake Emotions:
A Closer Examination of the Link Between
Emotional Dissonance and Employee Well-
Being,” Journal of Applied Psychology,
96(2), pp.377-390.

Rafaeli, A., and Sutton, R. I. (1987). "Expression
of Emotion as Part of the Work Role,’
Academy of Management Review, 12(1),
pp.23-37.

Schaufeli, W. B., Leiter, M. P., Maslach, C., and
Jackson, S. E. (1996). "The Maslach Burnout

1031



Songuk Choi

Inventory-General Survey,” in C. Maslach,
S. E. Jackson, & M. P. Leiter (Eds.), Maslach
Burnout Inventory Manual (3rd ed.), pp.
191-218.

Scott, B. A., and Barnes, C. M. (2011). "A Multilevel
Field Investigation of Emotional Labor,
Affect, Work Withdrawal, and Gender.”
Academy of Management Journal, 54(1),
pp.116-136.

Sonnentag, S., Binnewies, C., and Mojza, E. J.
(2008). “Did You Have a Nice Evening? A
Day-Level Study on Recovery Experiences,
Sleep, and Affect,” Journal of Applied
Psychology, 93(3), pp.674-684.

Sonnentag, S., Cheng, B. H., and Parker, S. L.
(2022). "Recovery From Work: Advancing
the Field Toward the Future,” Annual
Review of Organizational Psychology and
Organizational Behavior, 9(1), pp.33-60.

Tamir, M., Ito, A., Miyamoto, Y., Chentsova-
Dutton, Y., Choi, J. H., Cieciuch, J., Riediger,
M., Rauers, A., Padun, M., Kim, M. Y.,
Solak, N., Qiu, J., Wang, X., Alvarez-
Risco, A., Hanoch, Y., Uchida, Y., Torres,
C., Nascimento, T. G., Afshar Jahanshahi,
A.. . . . and Garcia Ibarra, V. J. (2024).
“Emotion Regulation Strategies and Psy-
chological Health Across Cultures,” American
Psychologist, 79(5), pp.748-764.

Taxer, J. L., and Frenzel, A. C. (2015). Facets
of Teachers” Emotional Lives: A Quantitative

Investigation of Teachers” Genuine, Faked,
and Hidden Emotions,” Teaching and Teacher
Education, 49, pp.78-88.

Tella, A. (2015). "Electronic and Paper Based
Data Collection Methods in Library and
Information Science Research: A Comparative
Analyses,” New Library World, 116(9-10),
pp.5H88-609.

Uy, M. A., Lin, K. J., and Ilies, R. (2017). “Is It
Better to Give or Receive? The Role of
Help in Buffering the Depleting Effects of
Surface Acting,” Academy of Management
Journal, 60(4), pp.1442-1461.

Wegner, D. M. (1994). Tronic Processes of Mental
Control,” Psychological Review, 101(1),
pp.34-52.

Yagil, D. (2020). “Positive Framing of Surface
Acting: The Mitigating Effect of Self-Serving
Attributions on Sense of Inauthenticity
and Emotional Exhaustion,” International
Journal of Stress Management, 27(3),
pp.217-225.

Yang, K. (2024). "Emotional Labor: Research Trends
and Challenges,” Korean Management Review,
53(4), pp.863-899.

Zapf, D., Kern, M., Tschan, F., Holman, D., and
Semmer, N. K. (2021). "Emotion Work: A
Work Psychology Perspective,” Annual Review
of Organizational Psychology and Organ-
izational Behavior, 8(1), pp.139-172.

* The author Songuk Choi is a Lecturer in the Department of Business Administration at Yonsei University MIRAE
Campus. He holds a Ph.D. in Business Administration from Yonsei University MIRAE Campus, specializing in
Organizational Behavior and Human Resource Management. His research focus encompasses emotional labor,

motivation, and identity regulation at work.

1032

HYSHATL ®553 23 20261 42



	The Bright and Dark Sides of Surface Acting: A Daily Diary Study of Proactive and Suppressive Faking
	Ⅰ. Introduction
	Ⅱ. Theory and Hypotheses
	Ⅲ. Methods
	Ⅳ. Results
	Ⅴ. Discussion
	Ⅵ. Conclusion
	References



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




